DOUGLAS COUNTY BOARD OF COMMISSIONERS
NOTICE OF REGULAR MEETING
AUGUST 6, 2015 - MINDEN, NEVADA

PURSUANT TO CHAPTER 241 OF THE NEVADA REVISED STATUTES
AND THE LAWS OF THE STATE OF NEVADA, THE DOUGLAS COUNTY
BOARD OF COMMISSIONERS HEREBY NOTIFIES ALL INTERESTED
PARTIES THAT THE BOARD WILL CONDUCT BUSINESS OF THE
COUNTY AS NOTICED BELOW:

THE REGULAR MEETING SHALL BE HELD ON THE 6tt DAY OF
AUGUST, 2015 BEGINNING AT 1:00 P.M. IN THE DOUGLAS COUNTY
COMMISSIONERS MEETING ROOM OF THE DOUGLAS COUNTY
ADMINISTRATION BUILDING (HISTORIC COURTHOUSE), 1616 EIGHTH
STREET, MINDEN, NEVADA.

THE AGENDA OF THE MEETING SHALL CONSIST OF THE FOLLOWING
NOTED ITEMS (SEE ATTACHED), AS WELL AS ANY ITEMS APPENDED
TO THIS NOTICE.

I HEREBY CERTIFY THAT ACCORDING TO THE PROVISIONS OF NRS
241, THIS NOTICE HAS BEEN POSTED AT LEAST TEN (10) WORKING
DAYS PRIOR TO CONVENING OF THE MEETING.

sv. | (U ns 4o

KATHY LE S, CLERK- TREASURER




Douglas County and Douglas County Employees’ Association

Summary of Major Changes to the Proposed 2015-2017 Labor Agreement

Addition of Article 2

o ldentifies the term of the agreement (July 1, 2015-June 30, 2017) and allows Articles 8
(Salaries) and 9 (Insurance) to be reopened after January 1, 2016.

o Addition of a new provision to address changes in NRS chapter 288 due to the
enactment of Senate Bill 241 (SB 241). Limits what contract terms may continue after
the current labor contract expires (specifically, any increases in salaries, wages, or other
monetary benefits).

Article 5

o Addition of language that performance evaluations must be completed within 14 days

of the employee’s annual evaluation due date.
Article 6

o Addition of language and process regarding the reimbursement of Paid Release Time for
Association Representatives to account for any Paid Release Time used to conduct
Association Business.

Article 8

o Full implementation of new pay ranges.

o Award merit increases on 0-6% scale with 4% maximum award during FY 2015-16. The
amount of the wage increase will be reduced by any increase the employee previously
received by being brought into the employee’s new pay range.

o Granta 1.5% wage increase on each employee’s work anniversary during FY 2016-17.

Cost of Living Adjustment for the PERS 2015 increase.

o Working Above Classification pay increased to: 5% for non-supervisory assignments and
10% for supervisory assignments (DCEA is currently 3% and 5% respectively).

o Incorporate a current Memorandum of Understanding (MOU) between the County and
DCEA regarding the payment of a lump sum for standby pay for the designated Electrical
Instrumentation Technician into the current labor contract.

Article 9

o Addition of language allowing the County’s Benefits Committee to adopt bylaws which

would establish the Committee’s composition and voting rights.
Article 13

o Revision of the annual leave accrual rates and bank amount to be consistent with the
newly approved County annual leave policy. The annual accrual for employees with less
than 5 years of service is reduced from County policy by eight (8) hours as a concession
from DCEA from which Paid Release Time per Article 2 will be deducted.

Article 14

o Revise sick leave accruals to be consistent with existing county policy (DCEA members
will now accrue one additional day of sick leave annually).

o Revise contract language to incorporate domestic partners to the definition of a family.

o Incorporate a current MOU which allows catastrophic leave donation in one-hour
increments instead of the current four-hour increment.

Article 17
o Clarify the grievance process.

O



Article 21

@)

Change promotional wage increases from 5% or the bottom of the new pay range
(whichever is greater) to be consistent with the County’s policy of a 10% increase or the
bottom of the new pay range (whichever is greater) and to also allow an employee’s
supervisor to grant a raise greater than 10% subject to either the County Manager or
Board’s review and approval similar to the current County policy for newly hired
employees.

Allow employees to progress within their job classification series at any time their
supervisors believe they have met the requirements and certifications for the new
position and adjust the description of job families to comply with new job descriptions
and titles (Utility Tech Trainee to | to Il, Public Safety Dispatch Trainee to Public Safety
Dispatcher).

Addition of language allowing employees terminated during their probation and
subsequently rehired by the County within 6 months of their termination to reinstate
their seniority and annual and sick leave accrual rates.

Article 24

O
O

Increase the safety footwear allowance from $150 bi-annually to $150 annually.
Add one position to the list of positions eligible for the safety footwear allowance
(Weed Control Coordinator).
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2015 - 2017 Labor Agreement
between
Douglas County
and the
Douglas County Employees Association

ARTICLE 1. PARTIES

This labor agreement (“Agreement”) is entered into this 1st day of July, 2015, by and
between the County of Douglas (“County” or “Employer,”) and the Douglas County
Employees Association (“Association”).

ARTICLE 2. TERM OF AGREEMENT

A. The term of this Agreement will commence on July 1, 2015, and end on
June 30, 2017.
B. The parties mutually agree that Articles 8 (Salaries and Pay Practices)

and 9 (Medical and Dental Insurance) may be reopened for negotiation by either party
after January 1, 2016. All other terms of this Agreement shall remain in effect through
June 30, 2017.

C. This Agreement will remain in full force and effect during any subsequent
labor negotiations between the Association and the County.

D. Notwithstanding any other provision of this Agreement and Article 2, after
June 30, 2017, no increase in salaries, wages, or other monetary benefits will occur or
be paid by the County until a successor labor agreement is executed by the Association
and the County. However, the County may elect to pay any increase in the employer’s
portion of the matching contribution rate required by the Public Employee’s Retirement
System of Nevada pursuant to NRS 286.450.

ARTICLE 3. AUTHORIZED AGENTS

For the purpose of the official notification to the Parties under this agreement, the
following agents have been designated:

A. Employer’s principal authorized agent shall be:

County Manager

Douglas County

County Administrative Offices
Post Office Box 218

Minden, Nevada 89423
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B. Association’s principal authorized agent shall be:

President

Douglas County Employees Association
Post Office Box 1265

Minden, Nevada 89423

ARTICLE 4. RECOGNITION

The Employer recognizes the Association as the sole and exclusive collective
bargaining agent for all employees of the Employer within those job classifications
covered by this Agreement, who are presently employed and subsequently hired by the
Employer. Temporary or seasonal employees or employees who regularly work less
than thirty hours per week are excluded from the bargaining unit. Except as provided in
and subject to the provisions of NRS 288, listed classifications shall not be added to,
changed to another unit, or deleted from this unit without prior written notification to and
discussion with the Association.

ARTICLE 5. DEFINITIONS

A.

2015 - 2017 Douglas County Limployces Assoctation Labor Agreement

Appointing Authority.
The Department Head, County Manager, or Board of County Commissioners
having full authority to hire an employee for the County.

Day.
Calendar day unless otherwise stated.

Year.
Calendar year unless otherwise stated.

Year of Service.

Twenty-six (26) complete payroll periods of continuous service with the
Employer. For the purpose of this provision, the following shall not be
considered as breaks in service:

1. Authorized Military Leave for active service, providing that the person is
reinstated within ninety (90) calendar days following honorable discharge from
military service.

2. Authorized Military Leave for training duty not to exceed fifteen (15)
working days in any one calendar year.

3. Authorized leave with pay deemed to be beneficial to the public service.

rJ



4. Authorized leave without pay for thirty (30) working days or less in any
calendar year.

5. Authorized leave without pay for more than thirty (30) days deemed
beneficial to the public service by the Board of County Commissioners.

Regular Employee.
“Regular employee” means an employee who has been retained in his/her
position at the completion of the employee’s probationary period.

Evaluation Due Date.

“Evaluation Due Date” means the first day of the pay period in which the
anniversary of the date the employee was hired or received a promotion,
whichever is later, occurs plus 14 Days.

ARTICLE 6. ASSOCIATION RIGHTS

A

Bulletin Boards.

The Employer will furnish bulletin board space where currently available. The

Association may provide additional bulletin boards for placement in areas where

employer-provided space is not available. Placement shall be decided by mutual

agreement. Bulletin boards shall only be used for the following notices:

1. Scheduled Association meetings, agenda, and minutes.

2. Information on Association elections and the results.

3. Information regarding Association social, recreational, and related news
bulletins.

4. Reports of official business of the Association, including reports of
committees or the Board of Directors.

Posted notices shall not be obscene, defamatory, or of a political nature, nor shall
they pertain to public issues which do not include the Employer or its relations with
its employees. All notices to be posted must be dated and signed by an
authorized representative of Association. Employer equipment, materials,
supplies, or interdepartmental mail systems shall not be used for the preparation,
reproduction, or distribution of notices except as specifically allowed below, nor
shall such notices be prepared by employees during their regular work time.

Use of Employer Facilities.
Meeting room facilities of the Employer may be made available upon timely
application for use by employees and the Association.

Interdepartmental Mail System.
Employer agrees to allow the Association limited lawful use of the Employer's
interdepartmental mail system and County email system. Such use shall not
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include materials unsuitable for posting under Section A above. All use of the
County email system is subject to the County internet and email policy, including
the provision that no reasonable expectation of privacy for messages placed in the
system exists and the Nevada public records law.

D. Use of Employer Copying Machines.
Employer agrees the Association may use copying machines providing the
following conditions are met:

1. Association will reimburse Employer for cost of usage.

2. All copying will be done off Employee shift time.

3. No Association use of copying facilities shall interfere with use of such
facilities for Employer business.

E. Association Representatives.
The Employer recognizes and agrees to meet with representatives of the
Association on matters covered by this Agreement.

1. Selection. Selection of Association representatives is the responsibility of
Association provided, however, that the total number of Association
representatives shall not exceed fifteen (15) officers and stewards.

2. List of Representatives. Association shall provide the Employer with a list of
Association representatives and shall advise the Employer, in writing, of any
changes as soon as practicable.

3. Paid Release Time. Paid Release Time for an employee Association
representative shall be limited to:

a. attendance by the Association president or a designee at County
Commission meetings which have a direct impact upon Association (upon
posting, a copy of the Commission’s agenda will be provided to the
Association’s president);
b. meetings with County management upon the request of either party;
c. attending meetings with management as a representative in the
grievance or disciplinary procedures;
d. attending monthly or special meetings of the Association; and
e. no more than one representative from any division at any given point in
time.
4. Authorization Required to Leave Work Site. Prior authorization from his/her
supervisor shall be received by the Association Representative before leaving
his/her work site. Approval of request for authorized released time under this
Article shall not be unreasonably withheld.
5. Non-Employee Representatives. Representatives or attorneys of the
Association who are not County employees, shall have reasonable access to the
County’s facilities to participate in any meetings or hearings relating to grievances,
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arbitration, disciplinary matters, meetings with management relating to Association
business, or for Association meetings or activities if accompanied by an
Association Representative.

6. Bargaining Team. The size of the respective bargaining teams may be no
more than five people and a chief negotiator. The Association may not have more
than one team member from any single division unless the parties specifically
agree in writing to waive this requirement. Employee members of the Association
Bargaining Team shall be compensated for their authorized Paid Release Time in
negotiation meetings with the County in accordance with Article 6 of this
Agreement. In addition, either party may, with prior notice, bring an additional
member with special skills or information to a negotiation session.

7. County Reimbursement. The County will create a new Paid Release Time
form for Association Representatives to account for any Paid Release Time
utilized by an Association Representative to perform duties for, or providing
services to, the Association (“Association Business”).

a. A completed Paid Release Time form must be submitted with the
employee’s time sheet for any Association Business. The Association agrees to
reimburse the County for any compensation paid to an Association Representative
for Association Business, and who received Paid Release Time, during the prior
quarter.

b. Atthe end of each quarter, the County agrees to provide a summary of all
Association Business reported on the Paid Release Time forms to the Association
and the Association promises and agrees to pay the required reimbursement
amount within 30 days of receiving the summary from the County.

c. Instead of making a payment to the County, the Association may request
that the County deduct the amount due to the County from a credit of $23,124
granted to the Association by the County for the period of July 1, 2015, through
June 30, 2017.

d. The $23,124 credit is the value of the Association agreeing to forego the
accrual of one day of annual leave for represented employees with less than five
years of continuous services with the County.

F. Dues Deductions.
The parties agree that the Employer will provide deduction to the Association
on the following terms:

1. Authorization. The Employer shall deduct dues from the salaries of
Association members and remit the total deductions to the designated Association
officer(s) on at least a monthly basis. However, no deductions shall be made
except in accordance with a deduction authorization form individually and
voluntarily executed by the employee for whom the deduction is made. The
deduction authorization form shall specify any Association restrictions that require
the employee to remain a member beyond the end of the calendar month if the
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employee’s action is to terminate such status.

2. Amount of Dues. The Association shall certify to the Employer in writing the
current rate of membership dues. The Association will notify the Employer of any
change in the rate of membership dues at least sixty (60) days prior to the
effective date of such change.

3. Indemnification. The Association shall indemnify and hold the Employer
harmless against any and all claims, demands, suits and all other forms of liability
which shall arise out of or by reason of action taken or not taken by the Employer
at the request of the Association under the provisions of Section F of this Article or
through the proper execution of this Section of the contract.

G. Bargaining Unit Information.
Newly hired bargaining unit employees will be provided with a copy of this
Agreement and will sign a document acknowledging receipt. The receipt
document will contain the employee’s name and assigned department. On the
last Friday of each month, the Employer will provide the Association with
information on all bargaining unit eligible employees, to include: the employee’s
name, date of hire, classification, and department. The Employer will also provide
copies of all receipt document executed during the preceding month. If the
Association wants such information on a less frequent basis, it will notify the
County in January of the relevant year. This information will be provided in a
written and/or available electronic format (e.g., Excel) at the Association’s request.

ARTICLE 7. EMPLOYER RIGHTS AND RESPONSIBILITIES

The Employer retains, solely and exclusively, all the rights, powers and authority
exercised or held prior to the execution of this Agreement, except as expressly limited
by a specific provision of this Agreement or NRS 288.150(3). Without limiting the
generality of the foregoing, the rights, powers, and authority retained solely and
exclusively by the Employer and not abridged here include, but are not limited to, the
following:

1. To manage and direct its business and personnel.

2. To manage, control, and determine the mission of its departments,
building facilities, and operations.

3. To create, change, combine or abolish jobs, departments and facilities in
whole or in part.

4. Todirect the work force; to increase or decrease the work force and
determine the number of employees needed.

5. To hire, transfer (except for disciplinary purposes), promote, and maintain
the discipline and efficiency of its employees.

6. To establish work standards, schedules of operation and reasonable work
load, subject to safety considerations.
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7. To specify or assign work requirements and require overtime subject to
safety considerations.

8. To schedule working hours and shifts.

9. To adopt rules of conduct.

10. To determine the type and scope of work to be performed by its
employees and the services to be provided.

11. To classify positions.

12. To establish initial salaries of new classifications.

13. To determine the methods, processes, means, and places of providing
services.

14. To take whatever action to adjust to changing legal requirements.

15. To take whatever action necessary to prepare for and operate in an
emergency.

ARTICLE 8. SALARIES AND PAY PRACTICES

A.

2015 - 2017 Douglas County Employces Association Labor Agreement

Salaries and Pay for Performance.

1. The County established and proposed new pay ranges for all County
employees effective July 1, 2015. The Association agreed to the full
implementation of the new pay ranges for all of the employees covered by this
Agreement effective July 1, 2105. A current summary of the new pay ranges is
attached as Appendix “A” to this Agreement.

2. The purpose of the Pay for Performance plan is to recognize and reward
employees who demonstrate motivation, performance above the standard
scope of work, and efficiency, skill and initiative in their work, while also
appropriately ranking employees who perform at or below the established level
of performance for a particular position.

3. Employees will receive annual performance reviews on their Evaluation Due
Date. The range for merit increases will be on a 0-6% scale and any merit
increase will be applied to the employee’s base pay on the first day of the pay
period in which the anniversary of the date the employee was hired or received
a promotion, whichever is later, occurs.

4. The maximum merit increase an employee may receive during the term of
this Agreement is 4% (i.e., a merit score equivalent to a 4%, 5% or 6%
increase will result in a 4% increase to the employee’s wage).

5. Before any merit increase is applied to an employee’s wage, the amount of
any wage increase the employee received due to the implementation of the
new pay ranges indicated in Appendix “A” will be deducted from the merit
increase.



For example, if an employee’s hourly wage is $20.00 per hour and the
employee’s wage is increased to $20.20 due to the implementation of the new
pay range, a subsequent merit increase of 4% would result in a net wage
increase of $0.81 and a new wage of $20.81 ($20.20 x 4% merit increase =
$21.01 - $0.20 prior pay range adjustment = $20.81 new hourly wage).

6. Employees who receive a performance rating of 5% or 6%, and who are at
the top of their pay range or would exceed the top of their pay range after
receiving the Pay for Performance (merit) increase, will be eligible for a lump
sum payment of 0.5% or 1%, respectively, of their base pay (“Top Out Pay”).
The lump sum payment and salary (merit) increase must not exceed the
amount the Pay for Performance increase would have provided if the employee
were not at the top of the range.

7. No merit increases or Top Out Pay will be awarded or paid after June 30,
2016.

8. Effective the first full pay period in July 2016, all employees covered by this
Agreement will receive an increase of 1.5% in their base pay during the first full
period in which their Evaluation Due Date occurs.

9. Any wage adjustments, wage increases, or the award of merit increases will
not change the minimum or maximum amount of a job classification’s salary
range as adopted by the parties and detailed in Appendix “A.” Wage
adjustments, wage increases, and the award of merit increases may not
exceed the top of the employee’s salary range.

10. The County agrees to maintain the 1.125% Cost of Living Adjustment
previously granted to represented employees associated with the increase in
each employee’s contribution to the Public Employee’s Retirement System of
Nevada.

11. Based on current budget constraints, the County and Association mutually
agree that Article 8 may be reopened for negotiation by either party between
January 1, 2016, and May 31, 2016.

B. Standby Pay.

1. Standby duty is defined as that circumstance which requires the employee

so assigned to:
a. Be ready to respond in a reasonable time to calls for his/her service;
b. Be readily available at all hours by telephone, or other communication
devices; and
c. Refrain from activities which might impair his/her performance of
assigned duties upon call.
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2. Standby duty shall be assigned in writing.

3. An employee shall not receive standby pay for hours actually worked or
for hours reimbursed by a call-back minimum.

4. Standby pay is $3.00 per hour.

C. Working Above Classification.
1. Except for training purposes, when an employee is temporarily assigned, in
writing, to perform the full range of duties of a higher job classification for more
than one full consecutive pay period, the employee shall receive five percent (5%)
above the employee’s normal base hourly pay for all non-supervisory hours
worked in the higher job classification, retroactive to the first day such duties were
fully assumed.
2. Except for training purposes, when an employee is temporarily assigned, in
writing, to perform the full range of duties of a designated supervisory position for
more than one full consecutive pay period, the employee shall receive 10 percent
(10%) above the employee’s normal base hourly pay for all supervisory hours
worked, retroactive to the first day such duties were fully assumed.
3. When a temporary assignment is made, the employee’s supervisor will confirm
the dates and length of the temporary assignment to the employee in writing.

D. Merit and Pay for Performance Increases.

An employee who has received a Pay for Performance evaluation that has a
decrease of two or more levels from the previous Pay for Performance evaluation
and contends that the evaluation does not contain adequate written information to
support the decrease, or that the employee did not receive notice during the
evaluation period that the employee was not performing at an expected level, may
request a review of the evaluation. The employee must submit a request for
review to the Human Resources Manager within fourteen (14) days of receiving
the evaluation. The employee must provide written information supporting the
employee’s position with the request for review. The department head, elected
official, and the Human Resources Manager and County Manager will review the
evaluation, the information provided by the employee, and any additional
information provided by the evaluating supervisor. The employee’s information
must show that the evaluation rating was baseless or without supporting evidence.
A nonbinding recommendation will be made to the evaluating supervisor which
may include recommending no change, an increase, or a decrease in the Pay for
Performance level. This process will also be used if a department head or elected
official completes the evaluation.

E. Outstanding Performance Pay.
The Employer agrees that employees covered under this agreement are eligible
for the employee Recognition of Excellence program under Douglas County
Administrative Policy and Procedure Number 200.16.
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Communications Trainer.

The hiring Department may designate qualified individuals as Communications
Trainer (CT). Upon assignment to train an individual or group, the CT will receive
$3.00 for each hour actually spent in one of those capacities. The Department
Head or his/her designee shall have full discretion to make such assignment or
remove someone from such assignment. Removal from such assignment in and
of itself shall not be considered a disciplinary action.

Shift Differential.

For actually working any assigned shift in a department having a 24-hour
operation at least half of which includes the hours between 11:00 p.m. and 7:00
a.m., an eligible unit employee will receive an additional $1.38 per hour for each
hour actually worked between the hours of 11:00 p.m. and 7:00 a.m. as shift
differential pay. To qualify, the employee must work at least one-half of the
qualifying shift or the employee must work the shift immediately preceding or
following the qualifying shift. The Department Head shall have full discretion to
make or not make such assignment or to remove an employee from such
assignment.

H. Electrical Instrumentation Standby Pay.

1. Any Public Works Department employee that is designated by the County, in
its sole discretion, as a certified electrical instrumentation worker will receive
a $6,000 lump sum payment in the first full pay period in January and July for
electrical instrumentation standby provided to the County for the preceding
six-month period (a total of $12,000 annually). Any designated employee
covered by this provision is not eligible for additional standby pay.

2. To receive Electrical Instrumentation Standby pay, the employee must be
ready to respond in a reasonable amount of time to calls for the employee’s
service, be readily available at all hours by telephone or other communication
device, and refrain from activities that might impair the employee’s ability to
perform the electrical instrumentation duties that may be needed.

ARTICLE 9. MEDICAL AND DENTAL INSURANCE

A

Cafeteria Plan.

1. The County will continue to maintain a cafeteria benefit package. A cafeteria
plan recognizes that staff has diverse needs, and will allow employees to choose
benefits based on their individual needs.

2. The County will provide eligible employees with core medical, dental, vision
and individual life insurance coverage, and a specific dollar amount, which will
vary dependent upon whether the employee has individual coverage or dependent
coverage.

3. Employees may use remaining funds or salary deductions toward benefits on
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the cafeteria menu.

4. The core medical package may be optional for employees that can provide
acceptable proof of similar coverage through another source. Approval for waiver
of a core medical package shall be at the County’s sole discretion. If an employee
waives the core package, the employee shall receive a fixed dollar amount per
month in lieu of coverage, which they may use for items on the cafeteria menu
after purchase of mandatory dental/vision/life insurance coverage.

B. Contribution Toward Health Benefit Package.
A traditional medical plan and, if available, a High Deductible Plan will be offered
to employees. One of these must be purchased unless waived pursuant to A(4)
above. If waived, the employee will receive the monthly contribution set forth in C
below. If the lowest cost employee-only core medical/RX plan exceeds $668.35
per month, the County will provide the employee additional funds to cover the
employee-only premium cost for that plan.

Effective January 1, 2015:
1. Monthly HMO Contribution

Employee Only: $515.00
Employee Plus Child(ren): $826.31
Employee Plus Family: $858.74

2. Monthly PPO Contribution

Employee Only: $668.75 (100% of Premium)
Employee Plus Child(ren): $826.31
Employee Plus Family: $858.74

3. High Deductible Plan (if available)

High Deductible Plan (Core and Enhanced)

Employee Only: $535/month + $327.36 per Year
Annual Account Contribution

Employee Plus Spouse: $758.33/month + $154.48 per
Year Annual Account
Contribution

Employee Plus Child(ren): $758.33/month + $398.44 per
Year Annual Account
Contribution
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Employee Plus Family: $758.33/month + $0 per Year
Annual Account Contribution

4. Premium Increase or Decrease. Under the High Deductible Medical Plan
option, any increase in premium costs over the life of this contract will be
deducted from the HSA Account Contribution amount and applied to the
increased coverage expense.

5. The HSA Account Contribution from the County is made to an individual
employee’s Health Savings Account. In the event the entire HSA Account
Contribution has been used to cover premiums, the employee is solely liable for
any excess premiums above the County’'s HSA Account Contribution via
automatic payroll deduction.

6. Probationary Employee Contribution Distribution. The first contribution from
the County will be distributed on a prorated amount during the first full pay period
after the probationary employee becomes eligible for benefits. The following
contributions will continue on the regularly scheduled monthly distribution of
$535.00 per month for employee only coverage, $758.33 per month for
dependent coverage, and $758.33 for family coverage.

Monthly Contribution in Lieu of Core Medical Package.
The monthly contribution in lieu of core medical package is $350. Core dental,
vision and life insurance must be purchased with the monthly contribution.

County Benefits Committee.

Two representatives from the Association will serve as members of the County
Benefits Committee (“Benefits Committee”) until such time as the Benefits
Committee adopts bylaws establishing the composition and voting rights of the
Benefits Committee.

ARTICLE 10. HOURS

A.

Work Hours.

Except in emergencies, the work week of full-time unit employees shall normally
consist of five (5) days of eight (8) hours each, exclusive of a lunch hour. Each
employee shall be assigned regular starting and quitting times, which shall not be
changed without five calendar days’ prior notice unless mutually agreed upon by
employee and supervisor. Alternate work schedules may be adopted by individual
Department Heads with approval of the County Manager after prior discussion
with the Association, if requested. For purposes of safety, an employee working
overtime may be allowed to adjust their work schedule for the remainder of any
scheduled shift.
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Rest Periods.

Except in emergencies, employees shall be granted a fifteen (15) minute rest
period during each half work shift of four hours or longer. Such breaks shall not
be taken within one (1) hour of the employee’s starting time, quitting time, or meal
break and shall not be accumulated or used to supplement meal breaks, arrive at
work late or leave work early. Such rest periods shall be taken without loss of pay
and the employee shall not be required to make up such time. Employees are
required to take a minimum 30 minute unpaid meal break exclusive of the
scheduled eight hour work period.

Call Back Defined.

Callback means compensation earned for returning to duty after an employee has
completed a regular shift, if off duty for any period of time, and is requested to
return to duty at a work site with less than twelve (12) hours’ notice. Nothing in
subparagraph D below alters the County’s obligations pursuant to this
subparagraph.

PERS Reporting.
Call Back pay will be reported to the Public Employees Retirement System
(*PERS") in accordance with the Official Policies of PERS.

Call Back Minimum.

When it is necessary to call-back any employee, the employee shall be paid on an
overtime basis for a minimum of two (2) hours, even if the employee actually
worked less than two (2) hours. If a call-back exceeds two (2) hours, the
employee shall be paid for the time actually worked. It is further presumed that
there will be no overlapping of premiums in that if an employee works less than
two (2) hours on the initial call-back and then is called back on a second time
during the initial two hour period, he/she will not be entitled to additional overtime
pay unless the total time worked for both call-backs exceeds two (2) hours. In
such cases, the employee shall be paid for the total hours worked. Nothing in
subparagraph D above alters the County's obligations pursuant to this
subparagraph.

ARTICLE 11. OVERTIME

A.

Defined.

Overtime is that time actually worked as authorized and directed by management
which exceeds forty (40) hours in the work week. For purposes of this Article,
Holidays, Annual Leave (excepting Personal Days), and Compensatory Time Off
(CTO) taken by an employee shall be considered as time actually worked.
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Overtime Compensation.

Employees who have worked overtime during a pay period shall receive
compensation at the rate of one and one-half (1%%) times the normal base hourly
rate (or hours worked if CTO).

Budgetary Constraints.

Nothing in this Article shall prohibit or limit a department’s ability to schedule or
reschedule an employee’s work hours in order to operate within the confines of
budgetary constraints. No change shall be made for the sole reason of avoiding
the County’s obligations under the Fair Labor Standards Act.

Compliance with FLSA.

For such time as the FLSA (Fair Labor Standards Act) applies to members of this
unit, management may take such action as necessary in order to fully comply with
the law and any implementing regulations. However, in taking this action, the
Association will be given timely notice of the proposed changes and consulted
regarding the changes. Such compliance may be accomplished without further
negotiations with the Association.

Compensatory Time Off (CTO).

1. Accumulation. In lieu of overtime pay, and if offered by management, an
employee may elect to receive compensating time off (CTO) at the rate of time
and one-half for such overtime hours worked. A maximum of one hundred twenty
(120) hours may be banked at any one time.

2. Use of CTO. An employee may use CTO by requesting such time off and
having it approved in advance. A supervisor may require an employee to utilize
any CTO bank before granting the use of annual leave.

3. Pay off of CTO Bank. The County may pay off all or part of an employee’s
CTO bank at any time at the employee’s current straight time rate of pay.

ARTICLE 12. LEGAL HOLIDAYS

A.

Defined.
The following are paid holidays for County employees:

New Year’s Day (January 1)

Martin Luther King's observed birthday (the third Monday in January)
President’s observed birthdays (the third Monday in February)
Memorial Day (the last Monday in May)

Independence Day (July 4)

Labor Day (the first Monday in September)

Nevada Day (the last Friday in October)

Veteran's Day (November 11)

ONOh LN =
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9. Thanksgiving Day (the fourth Thursday in November)
10. Family Day (the Friday following the fourth Thursday in November)
11. Christmas Day (December 25)

In addition to the above paid holidays, any other day is a paid holiday if
designated by the President of the United States, the Governor of Nevada or the
Board of County Commissioners.

Employees working a Monday through Friday schedule will observe New Year's
Day, Independence Day, Veteran's Day, and Christmas Day on the Friday
preceding the holiday whenever the holiday occurs on a Saturday or on Monday
following the holiday whenever the holiday occurs on a Sunday.

Employees who work day, swing, or graveyard shifts in seven-day a week, twenty-
four (24) hours per day departments will observe all holidays on the date of the
actual holiday.

Holiday on Leave.
If a holiday falls during an employee’s leave, it will not be charged as leave.

Holiday on Scheduled Day Off.

Should a holiday fall on an employee’s regularly scheduled day off, at the
appointing authority’s discretion, the employee will be compensated either by
receiving 1) an additional maximum of eight (8) hours pay at their straight time rate
(payment of these hours will not be defined or recognized as hours worked); or 2)
an additional day off with pay during the week of the holiday. Holiday pay will be
prorated for part-time employees. In work weeks containing a holiday, employees
scheduled to work four day ten-hour shifts per work week or other scheduled shifts
will only receive eight hours of holiday pay. Work schedules will be modified by
mutual agreement with the employee and Department Heads or Elected Official to
allow for completion of a forty-hour work week.

Pay for Either Holiday Worked or Holiday Observed.

Should an employee be required to work on a holiday, the employee will receive
eight (8) hours of holiday pay and one and a half times the employee'’s regular
rate of pay for actual hours worked. An employee that does not work on a holiday
will receive holiday pay for one eight-hour paid holiday (or a part time equivalent
consistent with paragraph C above) at the employee’s regular rate of pay.

ARTICLE 13. ANNUAL LEAVE

A.

Accrual.

All Association employees who are employed on a continuous full-time basis shall
accrue annual leave credits on the basis of the schedule below. Part-time
employees (30 hours - 39 hours per week) shall earn annual leave on a prorated
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basis based on the number of hours worked in the pay period.
Only regular hours paid shall affect annual leave accrual.

CONTINUOUS SERVICE HOURS EARNED/ MAXIMUM HOURS/YEAR

HOURS PAID
Hiring date through 4" years .0539 112
5" through 9" years 0750 156
10" through 14" years .0813 169
15™ through 19" years .0860 179
20" years and after .0962 200

B. Accrual During Probation.
Each employee shall accrue annual leave during his/her probationary period, but
shall not be granted annual leave during the probationary period until the
employee has been employed continuously for at least six (6) months.

C. Payment on Separation.
Employees who have completed at least six (6) months of continuous service and
leave the County service shall be paid for any accrued annual leave upon their
separation of employment.

D. Payment on Death.
If an employee dies who was entitled to accumulated annual leave under the
provisions of this Article, the heirs of such deceased employee shall be paid an
amount of money equal to the number of hours of annual leave earned or accrued
multiplied by the hourly rate of such deceased employee.

E. Carry-over of Annual Leave to Following Year.
The maximum amount of annual leave that may be accrued in a calendar year is
two hundred eighty (280) hours. All annual leave not taken in excess of two
hundred eighty (280) hours will be forfeited at the end of the last biweekly pay
period of the calendar year.

A ninety (90) day extension of up to an additional eighty (80) hours maximum may
only be granted by the County Manager in the event the employee was unable to
utilize his/her hours due to management requirements. Management has the
discretion to schedule the employee’s time off during the extension. If, after an
extension has been granted, an employee is unable to schedule these hours
during the 90-day period due to management requirements, he/she may request
payment of the additional hours.
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ARTICLE 14. SICK LEAVE

A. Entitlement.
All employees who are employed on a continuous, full-time basis shall be credited
with sick leave according to the schedule below. All employees who are employed
on a continuous part-time basis shall be credited with sick leave according to the
schedule in subparagraph B below on a prorated basis.

B. Sick Leave Accrual.

1. Employees that are employed on a continuous full-time schedule, shall
accrue sick leave at an annual rate of 88 hours.

2. Part-time employees working 21 hours a week or more shall earn sick
leave hours at a pro-rated amount based on the number of hours
worked. By way of example, an employee who works thirty (30) hours
per week on a continuous basis shall be credited with sick leave at a
rate equivalent to seventy-five percent (75%) of the rate at which a full-
time employee is credited with sick leave.

3. Employees working less than 20 hours per week, and staff hired on an
intermittent, seasonal, temporary or emergency basis do not accrue
sick leave hours.

C. Maximum Accrual.
Employees may accrue sick leave hours to a maximum total accumulation of 720
hours. Employees who have 720 hours of sick leave accrued as of January 1 of
each calendar year will accrue an additional 88 hours during the calendar year,
which may be used when accrued during the calendar year. Any unused hours
will be removed as of December 31 of the calendar year.

D. Authorization of Usage.

Employees are entitled to use sick leave only if the employee or a member of their
Immediate Family are incapacitated due to sickness, injury or when receiving
necessary medical or dental treatment, or in the event of an illness, or death in the
immediate family. Sick leave used for bereavement must not exceed thirty-two
(32) hours per incident, except as approved in advance by the County Manager or
appropriate elected official. Other types of leave for bereavement may also be
approved in advance by the County Manager or the appropriate elected official.
Such use for bereavement is limited to members of the Immediate Family as
defined below. Sick leave may be used by the employee for medical or dental
preventive care appointments or emergencies of the employee or members of the
employee’s Immediate Family.

1. Family Defined. “Immediate Family” is defined as an employee’s spouse
under a valid marriage pursuant to NRS 122.010 or a registered domestic partner
as defined in NRS 122A.030 and the employee’s parents, legal guardian, children,
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stepchildren or foster children, brothers, sisters, grandparents, or grandchildren.
The term “Immediate Family” also includes an employee’s spouse's (or registered
domestic partner's) parents, legal guardian, brothers, sisters, grandparents, or
grandchildren. In the case of any other relative of the employee, the applicable
appointing authority may authorize such sick leave and must notify the Human
Resources Manager in writing of the approval.

2.  Evidence of Authorized Usage. The appointing authority shall approve sick
leave only after having ascertained that the absence was for an authorized
reason, and the employee may be required to provide substantiating evidence.

E. Certificate of lliness.

Physician certificates or an examination by a physician selected and paid for by
the County may be required by the employer when there is an absence from work
in excess of five (5) consecutive days or whenever there is reason to believe that
sick leave is being abused or the absence is questionable. In the event of family
medical leave, the employee will complete the appropriate authorization forms
supplied by Human Resources in accordance with County policy. If an employee
becomes ill or injured during a vacation request of three (3) or more consecutive
workdays, the time will be recorded as sick leave only if substantiated by a
physician’s written certification.

F. Reporting Requirements.

Except in an emergency wherein an employee is incapacitated, employees are
expected to report any absence from work and the reason therefore to his/her
supervisor within 30 minutes prior to the time the employee’s normal work shift
commences. Failure to report, may cause the absence to be deemed unexcused,
unpaid, or subject to discipline. If the employee’s supervisor is unavailable, the
employee should notify his/her respective department regarding the absence. If
nobody in the department answers the telephone, the employee may leave a
message.

G. Family Medical Leave Act.
Family medical leave for employees shall be governed by the provisions of the
Federal Family Medical Leave Act (‘FMLA”). Nothing in this section is intended to
extend to County employees any rights or benefits not extended in that law.
General conditions are as follows:

1. Employees who have one year (52 weeks) of service, and have worked at
least 1,250 hours in the past year, are eligible to take up to 12 weeks leave during
a 12-month period as defined in County policy for family or medical leave pursuant
to the FMLA. Family members are those persons who are so defined in the
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FMLA. Each time an employee takes FMLA leave, the County will compute the
amount of such leave the employee has taken under the FMLA policy and deduct
it from the 12 work-weeks of available leave.

2. The employee must provide reasonable advance notice if the need for the
leave is foreseeable. The Department Head shall not deny leave to any eligible
employee who requests family or medical leave pursuant to the provisions of the
FMLA. The employee has the right to reinstatement to the same or a comparable
position unless the employee is exempted from such right under the provisions of
the FMLA.

3. The employee shall exhaust accrued sick leave and all accrued vacation
leave up to a balance of 80 hours when on an FMLA leave.

4. The County shall maintain coverage under any group health plan for the
duration of the leave at the level and under conditions that would have been
provided had the employee been working. An employee on leave without pay will
be expected to make prompt monthly payments to the County for dependent
coverage and elected benefits per county policy, and the failure of the employee
to make the payment shall result in cancellation of the coverage. While on paid
leave, the County will continue to make payroll deductions to collect the
employee’s regular share of any premiums. While on unpaid leave, the employee
must continue to make this payment, either in person or by mail. The County shall
only maintain such group health plan coverage for such employee for up to 12
weeks as stated in County policy.

H. Sick Leave Payoff.

Employees with 10 years of service will be compensated at the rate of 40% of the
normal hourly rate for all hours of accrued sick leave upon termination from the
employment of the County. An additional 1% in compensation shall be paid upon
termination of employment for each year of service over ten years to a maximum
of 50%. No employee shall be entitled to receive the compensation provided for
by this section for accrued sick leave until he/she has served a minimum of ten
years in County employment.

At the employee’s option, instead of being compensated for sick leave the County,
with approval of PERS, will convert compensable sick leave to PERS retirement
credits.

I. Catastrophic Leave.
a. Employees will be allowed to voluntarily transfer up to a maximum of eighty
(80) hours of their accumulated CTO and/or annual leave during any calendar
year to another employee who has less than eighty (80) hours of combined sick
leave, annual leave, and CTO, but who is otherwise eligible to take paid sick time.
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b. Any donation of an employee’s annual leave or CTO will be in one (1) hour
increments. Donated annual leave or CTO will be logged to the account of the
beneficiary employee in the order in which it is donated and will be converted to a
dollar amount at the hourly rate of the donor employee. In the event the
beneficiary employee no longer requires the use of any donated annual leave or
CTO, the remaining donated annual leave and/or CTO will be returned to the
donors from whom it was received. The maximum number of hours that may be
transferred to a beneficiary employee pursuant to this Article is four hundred
eighty (480) hours in any calendar year.

c. Employees covered by this Agreement who require additional sick leave time
due to an FMLA-qualified catastrophic illness or injury may request additional sick
leave time through notification to the Association executive board. All donations to
the requesting employee will only be donated from the donor's annual leave or
CTO banks in one-hour increments and will be converted to a dollar amount at the
hourly rate of the donor employee. The dollar amount of the donated time will
then be recalculated based on the requesting employee’s base rate of pay in order
to determine the number of hours the donor’s time represents to the requesting
employee. Any unused donated time will be returned to all donors on a prorated
basis after being recalculated.

d. No employee will receive more than 480 cumulative, donated hours in a
calendar year. The Association executive board is allowed to post an email on the
County's email system to all employees requesting donations of annual leave or
CTO on behalf of an employee.

e. The Association will submit the email to the County’s Human Resources
Department for its review and approval at least three (3) work days prior to being
released to County employees.

J. Sick Leave Incentive Program.

Unit employees shall have the option to participate in the County’s annual sick
leave incentive program. Full-time employees utilizing less than forty (40) hours of
sick leave during a calendar year will have eight (8) hours of paid time off credited
to their annual leave accrual. Part-time employees who utilize less hours of sick
leave during a calendar year than the number of hours they are regularly
scheduled to work per week will have paid time off credited to their annual leave
accrual on a pro-rata basis. By way of example, a unit employee regularly
scheduled to work thirty hours per week who uses less than thirty hours of sick
leave during a calendar year will have six hours of paid time off credited to annual
leave accrual. Incentive program hours must be utilized within 12 months of
receipt and are not subject to pay out upon separation of employment.
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ARTICLE 15. INJURY ON DUTY LEAVE

A.

Injury on Duty.

Any Association employee who suffers an injury while working during the course
of employment for the Employer shall be entitled to injury leave until said
employee is able to return to work or is terminated in any manner and subject to
any limitations imposed by this Article or State Law. Injury means a sudden and
tangible happening of a traumatic nature, producing an immediate or prompt result
and resulting from external force, including injuries to artificial members. Any
injury sustained by the employee while engaging in an athletic or social event
sponsored by the Employer shall be deemed not to have arisen out of or in the
course of employment unless the employee received compensation for hours
worked from the County for participating in such event. For purposes of this
Article, coronary thrombosis, coronary occlusion, or any other ailment or disorder
of the heart, and any death or disability ensuing therefrom, shall not be deemed to
be an injury by accident sustained arising out of and in the course of the
employment. When an employee is eligible at the same time for benefits under
applicable workers’ compensation chapters of the Nevada Revised Statutes and
for sick leave or injury leave benefit, the amount of sick leave or injury leave
benefit paid to said employee shall not exceed the difference between their
normal salary and the amount of any benefit received, exclusive of payment of
medical or hospital expenses applicable requirements of the Nevada Revised
Statutes for that pay period. Any usage of such leave shall be deducted from the
employee’s sick leave balance.

Injury Leave.

For employees injured on duty and accepted for worker's compensation benefits
which exceed 40 regularly scheduled hours the County will cover the remainder of
all required leave to supplement worker's compensation benefits at its expense for
up to 90 calendar days. During the 90 calendar days no employee leave
deduction (sick, annual, or CTO) will be used to supplement worker's
compensation benefits. After 90 calendar days the employee will use accrued
leave to supplement worker's compensation benefits. The employee must follow
all prescribed written safety policies and procedures to qualify for injury leave
(e.g., wearing full protective clothing and equipment when necessary, using tools
and equipment properly, and exercising prudent care while performing assigned
functions).

The parties agree that nothing in this Agreement constitutes a waiver of any
employee’s rights to worker's compensation benefits under Nevada law. The
parties further agree that although an employee may file a grievance when denied
Injury Leave for an accepted worker's compensation claim, an employee may not
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grieve the denial of a worker's compensation claim by the County’s Third Party
Administrator. An employee wishing to challenge such a denial must do so
according to the procedures prescribed under Nevada law.

Rights Protected.
Nothing in this Article shall abrogate an employee’s or employer’s rights under the
industrial injury provisions of State Law.

Light/Modified Duty Assignments.

Employees who have been on authorized injury leave due to work-related injury
under applicable workers’ compensation law shall, upon written release from
his/her doctor and upon presentation of said release to the County, return to work
in a light duty assignment if one is available. Any assignments to light duty shall
be in conformance with limitations imposed by the employee’s doctor and no
employee shall be assigned light duty tasks that would predictably prolong the
rehabilitative process or otherwise increase the risk of further injury.

ARTICLE 16. LEAVES OF ABSENCE.

A.

Leaves of Absence Without Pay.

1.  Eligibility. Leave without pay may be granted only to an employee who
desires to return therefrom to the Employer’s service.

2. Short-term Leave. Leave without pay of less than thirty (30) days may be
granted for the good of the public service by the appointing authority. When such
leave is granted, the appointing authority shall notify the Human Resources
Manager.

3. Long-term Leave. For a period of thirty (30) days or more, leave without pay
may be granted by the Board of County Commissioners. The employee shall
retain his/her status as a public employee and the pay, leave and benefits accrued
prior to the leave for a period not to exceed twenty-six (26) consecutive pay
periods.

4. Family Medical Leave. A family and/or medical leave of absence provides up
to a total of 12 work-weeks of leave during a 12-month period as defined in
County policy due to the birth of a child and the care of such child, the
adoption/foster placement of a child and the care of such child, the need to care
for a family member with a serious health condition, or the employee’s own
serious health condition which makes the employee unable to do his or her job. If
the employee has exhausted all accrued sick leave, and vacation leave up to a
balance of 80 hours, he/she will be placed on a leave of absence without pay in
accordance with the provisions in Article 14, Section G, and County policy.

5. Elected Benefits. Arrangements regarding employee’s payment of
dependent medical/dental insurance premiums and/or to his or her voluntary
deductions, if continuity is desired, must be made with Human Resources prior to
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starting unpaid leave of absence. The failure of the employee to make the
payment shall result in cancellation of the coverage.

Leave of Absence With Pay.
Leave with pay for an appropriate period may be granted by:

1. The Board of County Commissioners upon written petition by an employee;
or

2. The appointing authority under the following conditions:

a. When an employee serves on a jury or as a witness in court, provided the
jury and witness fees earned on an employee’s regular workday are
reimbursed to the Employer;

b. When it is impractical for a registered voter to vote before or after the
employee’s normal working hours; and

c. When an employee acts as a volunteer fireman or similar service for
protection of life or property.

Military Leave.

1. An employee, who is an active member of the National Guard or reserve
component of the United States Armed Forces, must notify the County of their
active status upon their hire date or immediately upon activation. The employee
shall make his/her reserve status known to the County and must provide any
known reserve obligations to those responsible for staffing a minimum of 30 days
in advance except during times of military conflict or other emergency activation.
2. Anemployee who is an active member of the National Guard or any reserve
component of the United States Armed Forces shall, upon request, be relieved
from his/her duties to serve orders for military duty, without loss of pay or accrued
leave for a period not to exceed fifteen workdays in any calendar year.

Other Leaves.
This includes all other leaves for which bargaining unit employees are eligible
under the provisions of the County Personnel Code and Regulations.

ARTICLE 17. GRIEVANCE PROCEDURE

A.

Definitions.

1. Grievance. A grievance is a claimed violation, misapplication, or
misinterpretation of a specific provision of this Agreement which adversely affects
the grievant. The exercise or lack of exercise of Employer Rights and
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Responsibilities (Article 7) is not grievable. Grievances arising out of disciplinary
actions are covered by Article 19, Employee Disciplinary Procedures.

2. Grievant. A grievant is an employee or group of employees in the unit who
file a grievance as defined above. Alleged violations, misapplications, or
misinterpretations which affect more than one employee in a substantially similar
manner may be consolidated at the discretion of management as a group
grievance and will be represented by a single grievant.

3. Day. For the purpose of this Article “Day” means a calendar day. In
computing any period of time prescribed or allowed by this Article, the day of the
act, event, or default from which the designated period of time begins to run shall
not be included. The last day of the period so computed shall be included and the
designated period of time expires at 5:00 p.m. on that day, unless itis a Saturday,
a Sunday, or a County holiday, in which event the period runs until 5:00 p.m. on
the next day which is not a Saturday, a Sunday, or County holiday.

B. General Provisions.
1. Ifa grievant/appellant fails to carry his/her grievance forward to the next level
within the prescribed time period, the grievance is settled based upon the decision
rendered at the most recent step utilized.
2. If a supervisor or manager fails to respond with an answer within the given
time period, the existing decision stands and the grievant may appeal to the next
higher level.
3. The grievant may be represented by a person of his/her choice at any formal
level of this procedure.
4. Time limits and formal levels may be waived by mutual written consent of the
parties.
5.  Proof of Service must be accomplished by certified mail or personal service.
6. If the grievant is not represented by a representative of the Association, the
Association must be notified of the intended settlement of any Formal Level
grievance prior to the settlement being finalized for the purpose of allowing
Association input into its terms. If the Association does not provide a written
response within ten (10) days after notification, the opportunity to respond is
waived and the proposed settlement shall be implemented and the matter closed.
If a timely written response is made, the Employer’'s representative will consider
the Association’s input prior to the settlement of the grievance. If on the basis of
the Association’s input, the grievant/appellant desires to exercise the further
remaining avenues of appeal, the appeal will be considered timely if the grievant
files the appeal within ten (10) days of the Association’s written response to the
County.

C. Process.

1. Informal Level. Within ten (10) days from the event giving rise to a potential
grievance or from the date the employee could reasonably have been expected to
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have had knowledge of the event, the employee may orally discuss the problem
with his/her immediate supervisor. The supervisor has ten (10) days to give an
answer to the employee.

2.  Formal Levels.

Level 1: If the employee did not avail himself or herself of the informal level or is
not satisfied with the resolution proposed at the informal level, the employee may:

(a) Within ten (10) days from the event giving rise to a potential grievance or

(b) Within ten (10) days from the date the employee could reasonably have
been expected to have had knowledge of the event or

(c) Within ten (10) days of receipt of the informal answer

file a formal written grievance with his/her department head containing a
statement describing the grievance, the section of this Agreement allegedly
violated, and the remedy the grievant has requested. The department head (or
designee) will, within ten (10) days of receipt of the written grievance, give a
written answer to the grievant on the form provided.

Level 2: If the grievant is not satisfied with the written answer of the department
head or his/her designee, the grievant may, within ten (10) days from the receipt
of the department head’s answer, file a written appeal to the County Manager.
Within ten (10) days of the County Manager’s receipt of the grievant's written
appeal, the County Manager or his/her designee must investigate the grievance
and hold a meeting with the concerned parties. A written answer to the grievant
must be provided within ten (10) days of the meeting. The answer is final and
binding unless the grievant, through the Association, notifies the County Manager
of his/her intention to appeal to the External Hearing Officer (EHO) as provided in
Article 18 of this Agreement by filing a Notice of Intent to Arbitrate with the Human
Resources Manager within fourteen (14) days of receipt of the County Manager or
his/her designee’s answer.

ARTICLE 18. EXTERNAL HEARING OFFICER

A.

Designation.

The External Hearing Officer (EHO) shall be designated by the parties after
requesting a list of qualified arbitrators, from the American Arbitration Association,
or the Federal Mediation & Conciliation Service. The parties shall strike names
from the list until a final name remains.

Costs.
The fees and expenses of obtaining and employing the EHO and of a court
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reporter, if used, shall be shared equally by the Association and the Employer.
Each party, however, shall bear the cost of its own presentation including
preparation and post-hearing briefs, if any.

C. Timely Hearings and Decisions.
The EHO shall set the matter for hearing in a timely manner. The EHO'’s decision
shall be rendered within thirty (30) days from the date of hearing and shall include
his/her findings of facts on the issue(s) submitted.

D. Effect of Decision.

Decisions of an EHO on grievances properly before him or her will be final and
binding unless the award will cost the County more than $100,000. In the event
the award does exceed $100,000, the decision will be advisory to the County
Board of Commissioners. The Board will make the final decision, which in its
discretion it deems proper after review of the EHO's report or conducting further
investigation as it sees fit. If the Board has taken no action after having been in
receipt of an EHO’s decision for thirty (30) days, the decision of the EHO will
become final and binding. Decisions of the External Hearing Officer on
disciplinary appeals properly before him/her will be final and binding on both
parties.

E. Authority of EHO.

No EHO shall entertain, hear, decide, or make recommendations on any dispute
unless such dispute involves an eligible employee in this represented Association
and unless 1) such dispute falls within the definition of a grievance as set forth in
Section A. 1. of Article 17 Grievance Procedure, or 2) unless such dispute
involves disciplinary suspension(s) within the same calendar year exceeding forty
(40) working hours, demotion, or discharge as set forth in Article 19, Employee
Disciplinary Procedures, and has been processed in accordance with all
provisions thereof and herein.

F. Matters Subject to EHO Procedure.
Proposals to create, add to, or change this written agreement or addenda
supplementary hereto shall not be grievable nor submitted to an EHO and no
proposal to modify, amend, or terminate a negotiated agreement, nor any matter
or subject arising out of or in connection with such proposal, may be referred to
this process. Likewise, no grievance arising out of the exercise of Article 7,
Employer Rights and Responsibilities, shall be submitted to this procedure.

G. Rules of Evidence.
Strict rules of evidence shall not apply. However, rules of evidence and
procedures for conduct of hearings shall be guided by the standards in the
American Arbitration Association’s voluntary arbitration rules or the Nevada
Administrative Procedure Act, NRS 233B.123.
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ARTICLE 19. EMPLOYEE DISCIPLINARY PROCEDURES

A.

Basis for Disciplinary Action.

The tenure and status of every Association employee is conditioned on
reasonable standards of personal conduct and job performance. Failure to meet
these standards may be grounds for appropriate disciplinary action. Disciplinary
action will be for just cause and may, in addition to the causes set forth in the
Personnel Ordinance and Policies, be based upon any of the following grounds:
failure to fully perform required duties, insubordination, failure to comply with or
abuse of Employer policies or rules, unexcused absences, misuse or abuse of
Employer property or equipment, substandard job performance, commission of a
felony or other crime involving moral turpitude, and commission of other acts
which are incompatible with service to the public. The employee rights of this
article do not apply to probationary employees.

Types of Discipline.

The following procedure will apply when, in the judgment of the employee’s
supervisor, an employee has committed an act or omission which justifies a
written reprimand, demotion, discharge or suspension without pay. Disciplinary
action will normally progress from the least to the most severe. However, nothing
in this agreement requires this progression in cases where more severe
disciplinary action is appropriate.

Response to Appeals from Written Reprimand.

An employee who receives a written reprimand is afforded the right to have his or
her written response attached to the reprimand and placed into his/her personnel
file. The response must be submitted before the end of the fourteenth day
following receipt of the reprimand by the employee. This is the only avenue of
appeal for a written reprimand. If an employee submits a response, he/she may
forward a copy of the response to Human Resources and the County Manager.

Notice of Proposed Disciplinary Action for Demotions, Suspensions,
Discharges, and Appeal.

A management representative will be designated by the department head. The
management representative must advise the employee in writing of the proposed
action. The written statement must contain:

1. A description of the events which necessitated the proposed demotion,
suspension or discharge.

2. A statement of the charges and the date of the proposed action.

3. Notification that the employee may review or make copies of available
materials leading to the demotion, suspension or discharge.

4. The right of the employee to meet with the designated management
representative and to submit in writing his or her response to the proposed action
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no later than the tenth calendar day following receipt of the notice. The time limit
may be extended by written agreement.

5.  Notice that if no response is received by the designated management
representative from the Employee or his or her representative within the time
period allowed, the County may impose the discipline as proposed and the
employee waives all rights to appeal.

6. Notice that the employee has a right to be represented by the Association.
7. Notice that if the proposed disciplinary action is a suspension or termination
of employment, the employee may be placed on unpaid administrative leave
pending the employee’s response.

8. Notice that the employee has the right to appeal.

E. Employee’s Response and Meeting.
An employee’'s opportunity to respond to the designated management
representative although essential to the process, is not intended to be an
adversary hearing. The employee may:
1.  Present witnesses in support of his or her opposition to the proposed
demotion, suspension, or discharge.
2. Be accompanied and represented by a person of his/her choice during this
procedure.

The limited nature of this response does not preclude management’s authority to
initiate further investigation if the employee’s version of the facts raises doubts as
to the accuracy of the supervisor’s information leading to the proposed discipline.

The County may institute the proposed discipline prior to the date of the meeting
contemplated in (D)(4). If the discipline is overturned or reduced, the employee
must be made whole for any unpaid administrative leave time lost during the
response period, and any unpaid administrative leave served before the response
hearing will be applied to an upheld or an unappealed suspension period.

F. Employer Action.
Following his/her review of a proposed disciplinary action, the designated
management representative must issue a signed statement indicating his or her
decision based on the employee’s response.

1. Ifthe proposed action is to be implemented, the specific charges against the
employee and the effective date of the action will also be included.

2. The statement must be mailed by certified mail or be personally delivered to
the employee no later than ten (10) days after the meeting with the employee or
receipt of his/her response, whichever is later.

3. This statement must clearly inform the employee that the employee has the
right to request an appeal hearing, if a request for a hearing is made in writing
within ten (10) days after receipt of this notice.
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Appeal Procedure.
This appeal procedure applies to cases of demotion, discharge and suspension
without pay.

1. If, within the ten (10) day appeal period, the employee does not file an
appeal, the action of the management representative is considered conclusive.

2. If, within the ten (10) day appeal period, the employee files a notice of appeal
with the County Manager (with a copy to the Human Resources Manager), the
County Manager or his/her designee will investigate the grievance and hold a
meeting with the concerned parties within ten (10) days. A written answer will be
provided to the grievant within ten (10) days of the meeting. The answer is final
unless the grievant, through the Association, notifies the County Manager of
his/her intention to appeal to the External Hearing Officer (EHO) by filing a Notice
of Intent to Arbitrate with the Human Resources Manager within ten (10) days of
receipt of the answer. Appeals of any disciplinary suspension, which when
combined with previous disciplinary suspensions during the same calendar year
total fewer than forty (40) working hours, are not eligible for appeal to the EHO.

Investigatory Interviews.

An employee about to undergo an investigatory interview may be accompanied by
an Association representative and reasonable notice will be given. Reasonable
notice means notification eighteen (18) hours prior to the actual meeting except
when circumstances may require a prompt investigatory interview or the notice
period is reduced by the employee.

Notice of Behavior

No document will be placed in an employee’s personnel file(s) unless a copy has
been presented to the employee and he or she has signed the original. An
employee’s signature on the original indicates the employee has received the
document and does not signify that the employee agrees with the content thereof.

ARTICLE 20. REDUCTION IN FORCE

A.

Procedure.

If, due to lack of funds, lack of work, enhanced efficiency, or curtailment of
operations it is necessary to reduce the Employer's work force, the appointing
authority will determine the classifications and number of employees to be
reduced. Layoffs within a classification will proceed in ascending order of seniority
within the department, provided that the remaining employee(s) within that
classification have demonstrated the ability to effectively perform the required
work. Ability shall be determined based on the affected employee’s most recent
performance evaluations. For layoff purposes, seniority shall first be based on the
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amount of continuous service within all operations of County government. If
seniority is equal, the employees to be laid off shall be determined by “past
performance.” No regular full-time employee shall be laid off or demoted while
there are temporary or probationary employees serving in the same classification
in the County, provided they are fully qualified to do the remaining work required to
be performed as determined by the County.

B. Notice.
All regular employees due to be laid off shall be given written notice of such layoff
at least thirty (30) calendar days prior to the effective date. After the County has
notified the employees who are to be laid off, the County will provide a list of such
employees to the Association along with the applicable seniority list(s). The
Association may request to meet and discuss the layoffs with the County.

C. Demotion In-lieu of Layoff.

In lieu of being laid off, an employee may elect demotion to any class of a lower
maximum salary within the same class series if such demotion is deemed feasible
by the Employer. An employee who elects demotion in lieu of layoff shall be
reinstated to his/her former class once the former position becomes available,
provided, however, the employees would be next hired according to reverse order
of layoff. The commitment will extend for eighteen (18) months beyond the date
of demotion.

D. Reemployment.

The names of regular employees laid off shall be placed on the reemployment list
within the department which laid off the employee for the class or position involved
in reverse order of termination. The names of the regular employees laid off will
also be placed on a County-wide reemployment list in reverse order of termination
and in the event there is a position in the County for which the employee is
qualified, he/she may be offered that position with the approval of the hiring
authority. The commitment will extend for eighteen (18) months beyond the date
of layoff; provided any employee who fails to maintain updated contact information
with the County or fails to respond to any inquiry from the County pursuant to this
Article will be dropped from the reemployment list and forfeit all rights under this
Article.

E. Restoration of Benefits.
Employees who are reemployed within eighteen (18) months after they are laid off
will be entitled to reinstatement of accrued and unused sick leave remaining to
their credit at the time of their layoff. These employees will resume the
accumulation of continuous service credit and retain all previously accrued
seniority rights, losing only the time when they were in the laid off status.
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ARTICLE 21.  CLASSIFICATIONS AND EMPLOYEE STATUS

A.

New and Changed Classifications.

The Employer shall notify the Association, in writing, of any proposed new or
changed job title classifications. Within seven (7) days after receiving notification,
the Association may request a meeting to discuss the changes with the Employer.
Such meeting shall be scheduled within the following fourteen (14) days and all
actions related to the discussions completed within thirty (30) days following
original notice from the Employer.

Reclassification Request.

When there has been a change in the duties and/or responsibilities of a position,
the affected employee may, at any time, request in writing a job audit through
his/her Department Head. The employee must be notified of any action to be
taken by the Employer, including the job audit, within a reasonable period of time
not to exceed sixty (60) days of the employee’s request.

Transfers.
When an employee is transferred to another position in the same or related class
at the same grade level, the employee shall continue at his/her current rate of pay.

Promotions.

When an employee is promoted to a position in a higher pay grade, the employee
shall be placed at the minimum of the new pay range or shall receive a 10%
increase in the employee’s current wage, whichever is greater. An employee may
receive a wage increase greater than 10% if the Department Head or Elected
Official, in his or her sole discretion, believes the increase is necessary and
obtains authorization from the County Manager. Any wage increase resuiting in a
wage greater than the midpoint of the new pay range must be approved by the
Douglas County Board of Commissioners. Any new pay rate, upon promotion,
must not exceed the maximum rate of the new pay range. Should the promotion
occur concurrently with the employee’s eligibility for a merit salary increase, the
merit salary increase must be included in the base wage before the 10%
promotion increase is calculated. Special salary adjustments must not be
included in the employee's base wage rate for the purpose of calculating wage
increases under Article 21.

Progression of Positions within Job Families.

The employer’s classification plan contains Association positions that fall within
job “families.” Examples that illustrate job families for the Association include, but
are not limited to: 1. Public Safety Dispatcher Trainee to Public Safety Dispatcher
and 2. Utility Systems Technician Trainee to Utility Systems Technician | to Utility
Systems Technician lI. Employees may progress within their job family at any
time if the employee’s supervisor has determined that the employee has acquired
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the necessary skills and abilities of the higher level position within the job family.
Each position’s required skills and abilities are detailed in the County's job
descriptions. [f the job progression occurs at the time of the employee’s annual
performance evaluation, then the pay grade adjustment associated with the job
progression will occur after the merit salary increase adjustment. Progression
within a job family is not a promotion nor does it require probation.

F. Demotions.
An employee reassigned by management to a position in a lower classification
regardless of the reason (disciplinary, voluntary, in lieu of a layoff, for reasons of
disability or incapacity, etc.) will receive a salary reduction commensurate with the
specific job duties as determined by the employer. An employee reassigned to a
position in a lower classification because of a reorganization will receive a salary
reduction of no more than 15% from the employee’s current salary at the time the
reorganization is implemented. The anniversary date for future salary increase
consideration changes shall be the date of demotion in accordance with County
policy for demotions other than those that are voluntary or due to a reorganization.

G. Reclassifications.

If a reclassification results in an employee’s position being downgraded within the
compensation plan, and the employee’s current wage is within the new, lower
salary range, there will be no change in the employee’s pay. If the employee’s
wage is higher than the new salary range maximum, the employee’s wage will not
be reduced. No pay increase will be granted to such an employee as long as the
employee’s wage is at or above the top of the new salary range. If the employee’s
wage is currently below the minimum of the new range, the employee’s salary will
be increased to meet the minimum wage rate.

H. Probationary Period.

1. Initial Probation. Upon initial appointment, all unit employees will serve the
equivalent of twenty-six complete biweekly pay periods of full-time service as a
probationary period, during which time the employee may be dismissed without
cause or right of appeal. The appointing authority will give the employee a
performance assessment at the end of thirteen (13) complete biweekly pay
periods. The appointing authority has the option to end probation after the
assessment or to continue probation for the twenty-six (26) complete biweekly pay
periods. The employer will provide tools to supervisors to encourage ongoing
feedback regarding performance of new hires. The County will inform supervisors
and the appointing authority of the option to end probation after thirteen (13)
complete biweekly pay periods. Failure to give an employee an assessment after
six (6) months of employment is not grounds for ending the probationary period
nor does it affect the employee’s probationary status.

2012 - 2015 Douglas County Lmployces Association Agreement 32



2.  Promotional Probation. Upon promotion to a classification with a higher
salary schedule, a unit employee will serve the standard thirteen (13) complete
biweekly pay periods of full-time service as a probationary period. The appointing
authority will give the employee a performance assessment at the end of seven
(7) complete biweekly pay periods. The appointing authority has the option to end
probation after the assessment or continue the probation. Either the manager
may demote the employee or the employee may voluntarily demote before the
end of the seventh complete biweekly pay period of his/her qualifying period, to
the position and salary previously held. Either way, the employee may return
without penalty.
a. Employees who had regular status in previous position. An employee
who fails to pass probation but who had status as a regular non-probationary
employee in a previous classification will have a right to return to a position in
that classification if available. Such removal from the higher classification is
without cause or right of appeal.
b. Employees who do not have regular status in a previous position. An
employee who fails to pass probation and has no regular employment status
in another classification in the County, will be dismissed from employment
without cause or right of appeal. An employee who has not successfully
completed an initial probationary period in his or her previous classification,
does not have a right to return to that previous classification.
c. Employees Rehired After Termination During the Promotional Probation
Period. An employee who fails to pass the promotional probation and whose
employment is terminated pursuant to this subsection, but who is rehired by
the County for a different position within six (6) months of the date of the
termination of the employee’s employment, will resume the accumulation of
continuous service credit and retain all previously accrued seniority rights,
excepting only the time between the date of the termination of the
employee’s employment and the date the employee is rehired.

ARTICLE 22. EFFECTS OF SUBCONTRACTING

Employer agrees to notify the Association twenty-one (21) days prior to
subcontracting work currently performed by unit members which will cause the
layoff of those unit employees. Provided the Association submits a response
within ten (10) days of the notice, the Employer will consider the Association’s
response prior to subcontracting any Association work. Upon written request from
the Association, the Employer agrees to meet and negotiate the impact and
effects of such planned subcontracting on the affected Association members.

2012 - 2015 Douglas County Lmployces Association Agreement 33



ARTICLE 23. LABOR MANAGEMENT COMMITTEE

A.

Representatives and Function.

A committee of two (2) representatives of the Employer and two (2)
representatives of the Association shall meet upon the request of either party.
The meetings will be held at mutually agreed times and places, and shall be for
the purpose of:

Discussing the administration of this Agreement.

Exchange of general information of interest to both parties.

Giving the Association representatives the opportunity to share the views of
their members or make suggestions on subjects of interest to their members.
Improving County services.

Increasing efficiency and effectiveness of County operations.

Pay for Performance System.

County Uniform Policy; and

Tuition Reimbursement Policy.
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Notice of Issues.
Any issues to be discussed shall be advanced by the requesting party to the other
at least seventy-two (72) hours prior to the scheduled meeting.

Recommendations.
Any conclusions or mutual recommendations of this Committee shall be reduced
to writing.

Advisory Function.
The Labor Management Committee shall be advisory only and shall not engage in
collective bargaining or reach any agreements to amend the contract.

Chairperson.

The initial Chairperson shall be an Association representative and thereafter the
Chair shall rotate at six (6) month intervals between the Association and the
Employer.

Attendance by Other Persons.
Additional persons may attend the Labor-Management meetings at the request of
either party to present information to the committee members.

Fiscal Issues.

If Employer experiences sustainable financial growth (i.e., ongoing revenues of
Employer are significantly larger than actual expenses), then the parties agree
to meet and discuss whether the Employer has the financial ability to change
the monetary benefits to employees.
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ARTICLE 24. UNIFORM ALLOWANCE

A.

Uniforms.

Association personnel required to wear uniforms shall be provided with those
uniforms by the County. If the County provides uniforms through a uniform
service (outside contractor), the County will cover the cost to clean the uniforms
on a schedule determined by the department. If the County purchases uniforms,
Association personnel are responsible to clean the uniforms. The County agrees
to meet and confer with the Association prior to implementing changes to the
County Uniform Policy.

Safety Footwear.

Where steel-toed or safety footwear is required for County duty, the County will
provide a footwear allowance of up to one hundred fifty dollars $150.00 every
year based upon receipts or other documentation to reimburse the employee for
the difference in price between steel-toed equipped footwear and similar
acceptable footwear without steel toe protection. The one-year period will be
calculated from the date the employee last received a footwear allowance.
However, the employee will receive up to the full allowance at any time his/her
steel-toed or safety footwear is damaged so as to render the footwear
unserviceable (excluding normal wear and tear as determined by the Department
Head) while the employee is performing his/her duties provided that, within twenty-
four (24) hours of the damage, the employee notifies the employee’s Department
Head or Supervisor of the on-the-job damage to the footwear. The Department
Head shall identify the positions which are eligible for the allowance. Footwear
purchased under this section must comply with applicable safety standards
established by the County or with OSHA standards. An additional $50 per year for
foul weather gear will be provided to the designated employee classifications for
the authorized gear listed in the attached Appendix “B.”

Personal Property.

Upon approval of the employee’s supervisor or Department Head, the County will
reimburse an employee for the cost of repairing or replacing watches or
prescription eyeglasses/contact lenses that were damaged or stolen while the
employee is performing his/her duties, within twenty-four (24) hours notification to
the Department Head or supervisor as follows:

1.  Watches up to $50; and,

2. Prescription eyeglasses/contact lenses up to 50% of the repair or
replacement cost up to the maximum of $300. The County’s maximum share is
$150, but the County will pay the first $100 for repair or replacement.

3. Inthe case of watches and prescription eyeglasses/contact lenses that are
lost or stolen, this benefit is limited to one time per year, and the year will be
calculated on a rolling basis.
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4. The employee shall provide a receipt to the County (for damaged and stolen
property) and a copy of Police Report (for stolen property) prior to any
reimbursement under this section.

ARTICLE 25. TUITION REIMBURSEMENT

To encourage improvement of the County’s workforce, the County will reimburse
100% of the cost (e.g., registration, tuition, books, lab fees) for any educational
course or class an employee is directed in writing to attend by an employee’s
supervisor or Department Head. For any course requested by an employee and
approved in writing by an employee’s supervisor or Department head, tuition
reimbursement shall be in accordance with County policy. The County agrees to
meet and confer with the Association prior to implementing changes to the County
Tuition Reimbursement Policy.

ARTICLE 26. PEACEFUL PERFORMANCE

A.

The parties to this Agreement recognize and acknowledge that the services
performed by the employees covered by this Agreement are essential to the public
health, safety and general welfare of the residents of the County of Douglas. The
Association agrees that under no circumstances will the Association recommend,
encourage, cause or permit its members to initiate, participate in, nor will any
member of the Association take part in any:

strike.

sit-down.

stay-in.

sick-out.

slow-down.

picketing in connection with a labor dispute (hereinafter collectively referred
to as a work-stoppage) in any office or department of the County.

curtail any work.

restrict any production.

interfere with any operation of the Employer.
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In the event of any such work-stoppage by any member of the Association, the
Employer shall not be required to negotiate on the merits of any dispute which
may have given rise to such work-stoppage until said work-stoppage has ceased.

In the event of any work-stoppage during the term of this Agreement, whether by
the Association or by any member of the Association, the Association by its
officers, shall immediately declare in writing to the Employer’'s Authorized Agent
that such work stoppage is in violation of this Agreement and unauthorized, and
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further direct its members in writing to cease the said conduct and resume work.
Copies of such written notice shall be served upon the Employer. In the event of
any work-stoppage, if the Association promptly and in good faith, performs the
obligations of this paragraph, and providing the Association had not otherwise
authorized, permitted or encouraged such work-stoppage, the Association shall
not be liable for any damages caused by the violation of this provision. However,
the Employer shall have the right to discipline, to include discharge, any employee
who instigates, participates in or gives leadership to, any work-stoppage activity
herein prohibited, and the Employer shall have the right to seek full legal redress,
including damages, against any such employee.

The employer agrees not to lock out during the term of this Agreement.

ARTICLE 27. ENTIRE AGREEMENT, MODIFICATION AND WAIVER

A.

Itis intended that this Agreement sets forth the full and entire understanding of the
parties regarding the matters set forth herein and all other topics subject to
bargaining, and therefore any other prior or existing understanding or agreement
by the parties, whether formal or informal, written or unwritten, regarding such
matters are hereby superseded or terminated in their entirety.

Those topics in the County's Personnel Code pertaining to members of this
Association which are not superseded hereby and which are specifically stated as
covered within the mandatory scope of bargaining as listed in NRS 288.150(2),
shall not be changed without prior discussion and negotiation with the Association.

It is agreed and understood that during the negotiations which culminated in this
Agreement, each party enjoyed and exercised without restraint, except as
provided by law, the right and opportunity to make demands and proposals or
counter proposals with respect to any matter subject to bargaining and that the
understandings and agreements arrived at after the exercise of that right are set
forth in this Agreement.

Except as required by this agreement and NRS 288, the parties agree that neither
party is required to negotiate any subject or matter.

Any agreement, alteration, understanding, waiver or modification of any of the
terms or provisions contained in this Agreement shall not be binding on the parties
uniess made and signed in writing by all of the parties to this Agreement, and if
required, approved and implemented by the Board of Commissioners.

The waiver of any breach, term or condition of this Agreement by either party shall
not constitute a precedent in the future enforcement of all its terms and provisions.
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ARTICLE 28. DRUG TESTING

The County’s drug and alcohol testing policy shall be in effect. The parties will
meet and confer if substantial changes regarding discipline are proposed by the
County. However, if state or federal law requires the County to make those
changes, the changes will be implemented as required and within applicable time
frames. Nothing in this article shall preclude an employee or the Association from
appealing disciplinary action pursuant to Article 19.

ARTICLE 29. SAFETY COMMITTEE

The Douglas County Safety Committee is composed of employees from various
departments and functions as an advisory body and makes recommendations to
the Employer regarding the Douglas County Safety Program. The Association will
designate two individuals to sit on the Safety Committee and, once reviewed by
the County Manager, those individuals will serve on the committee.

ARTICLE 30. SAVINGS PROVISION

A.

Should any provision of the Agreement be found to be in contradiction of any
Federal law or State law, by a court of competent jurisdiction, such particular
provision shall be null and void, but all other provisions of this Agreement shall
remain in full force and effect until otherwise canceled or amended. In the event
that any provision shall be held unlawful and unenforceable by a court of
competent jurisdiction, the parties agree to meet forthwith for the purpose of
negotiating such provision in an attempt to reach a valid agreement.

In the event that Section A above is impacted by a change to Chapter 288 of the
Nevada Revised Statutes, the County and the Association will meet at the request
of either party to discuss the impact of the change in Chapter 288 of the Nevada
Revised Statutes on the current negotiated agreement.

FOR THE EMPLOYER FOR THE ASSOCIATION

/PP

Doug Ritchie hawnyne arren
Douglas County Chief Negotiator Association Chief Negotiator
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FOR THE EMPLOYER FOR THE ASSOCIATION

/&m%/

Doug N. Johnson, Chairman Shawnyne Gafren, President
Douglas County Board of Commissioners Douglas County Employees Association
Dated: Dated: 7/// 7// )
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APPENDIX “B”

Authorized gear consists of insulated pants, jacket, gloves, boots and hat. The
represented Douglas County positions that are eligible to receive the foul weather
allowance are listed below:

Animal Services Officer

Fleet Services Master Technician
Fleet Services Master Technician Senior
Electrical Instrumentation Technician
Animal Care Assistant

Maintenance Specialist
Maintenance Specialist Senior

Park Ranger

Road Maintenance Operator

Road Maintenance Operator Senior
Road Sign Maintenance Specialist
Road Maintenance Coordinator
Telecommunications Technician
Utility Systems Technician Trainee
Utility Systems Technician |

Utility Systems Technician Il

Utility Systems Technician Senior
Weed Control Program Coordinator

2012 - 2015 Douglas County Employees Association Agreement
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2012 - 2015 Agreement
between
Douglas County
and the
Douglas County Employees’ Association

ARTICLE 1. PARTIES ..ttt v e ee s s abes s 1
ARTICLE 2. AUTHORIZED AGENTS......c.ovtieiriiiniteiieteecreceeesier s eearscessssssarassanenen 1
ARTICLE 3. RECOGNITION ...cviiiicierceeceec ettt st e e e e e 1
ARTICLE 4. DEFINITIONS ..... .ottt re e ses s as e o senessenbeasns 2
A. ApPPOINtING AUTNOTITY .......coiiiieieicrer et et ces st s e e e e 2
B DAY et st e et so st tes st b e e e e nnesennes 2
G YA e et es et et e e s a e et e st e e e eee e samneenensaneeans 2
D. Year Of SBIVICE .....ccovirieieriire ettt e e s e e nnees 2
E. Regular EMPIOYEE ..ottt sttt bt ee st ee e e s e eeenaesas s 2
ARTICLE 5. ASSOCIATION RIGHTS.....cccieettietrecie e e e 2
A. BUIRtIN BOAIUS.....coceeiiieeiiecectiecte v ettt e s srbeesreesraeesenraeserenennas 2
B. Use of Employer FAclities ...t eereesene s ce s tne e e e 3
C. Interdepartmental Mail SYSt@M ........cccovvieieiiiiiieeee i sveeseesecsresseeneeaeas 3
D. Use of Employer Copying MachingS.......c..u.ceceeceieiiieieiiiiiccciesseeesiesiesesesrassaenns 3
E. Association Representatives..........ceveieiirrririeiieecie ettt e s 3
F. DUES DEAUGHIONS......ccireiiiiieiieienitricie e et ee e ss e ss e s eoee e e st neeensaeesemnes 4
G. Bargaining Unit INfOrmation ...........cccooiveieiiiiieiicccee e st 5
ARTICLE 6 EMPLOYER RIGHTS AND RESPONSIBILITIES........ccccoovevevveeiriranenn 5
ARTICLE 7. SALARIES AND PAY PRACTICES ..ot 6
A. Salaries and Pay for PerfOrmance ........cccuoveeecrreoeiieieiecc ettt ase s eeeeene s 6
B. StANdDY Pay........cccooiiiiiiiieiiiiiee et s ser e s eenen 7
C. Working Above ClassSifiCation ...........cccuivveiieecieec vt eee e sereeas 7
D. Merit and Pay for Performance INCreases ........covvvveiiviiviiie e 7
E. Outstanding Performance Pay.........cccccocoivioieiineiieiie et sveserae e s sonna e 8
F. CommuniCations TTaiNer.........ccccviiiiiniiciitiii ettt st s st e e rae e e 8
G. Shift DIfferential ...........cocoveieiiiieieecee ettt et e e eraeseeessenees 8
ARTICLE 8. MEDICAL AND DENTAL INSURANCE ..o, 8
A, Cafeteria Plan ... ettt st e et e e saen e e 8
B. Contribution Toward Health Benefit Package .......c.coovveeveevvnveericneineeeeeeeeeeeennnns 9
C. Monthly Contribution in Lieu of Core Medical Package ...........ccccccovvrevvceverrennnn, 10
D. County Benefits COMMILEE .........cccoeeeieiecrecvtiet e e eve e sre e 10

2012 - 2015 Douglas County Employees’ Association Agreemeint ii



[TV 550 9533

0803B00 Page: 4 Of 43 06/11/2012

ARTICLE 9. HOURS ... ..ooiiieericiecnicereinii it rsesaeeesas s e e sneesse s s st e e sanen e eraens 11
A, WOTK HOURS ottt ee e e ee e e ae e reae s s e s saban b ae s sbatseses saras 11
B. RSt PeriOfS......eoiiieeiii ettt s e sn e s e an e s 11
C. CallBack Defined .........ccvvvieiieiiiireieiiniccit e ere e st eae s et e 1
D. PERS RePOrting......c.ccumiuieririiiniiciieisie et sserie s ceene e ennres b ae s rbssbassbres s 11
E. Call BaCk MINIMUM .......oiiiiiiiiiirtieeceeesceeecvree s v rsae s st s s s r e snne s e mes 11

ARTICLE 10.  OVERTIME ...ttt ceeereserscesstessesaeessessnaes sasssnssnnassonne 12
A, DEEANEA .o e e e b e s e 12
B. Overtime ComPenSation ..........cooociiiiiiiiie st s e st essesseens 12
C. Budgetary COonSraints ..........cccvivrieniriiieiniiniee st ececee e sereeceree e e e se s e senee 12
D. Compliance With FLSA.......c.ccoviieireiiieniierierie e e s e see s e sreeaness b ssanes 12
E. Compensating Time Off (CTO) ..o 12

ARTICLE 11,  LEGAL HOLIDAYS ...t sesiie e seenneee s erve e sas e saseenne s s 13
AL DefiNed ... e s e e ar s 13
B. HOlIday ON LEAVE ......cviieiiiiiiiinici it s sser e s e een e s 13
C. Holiday on Scheduled Day Off........ccceciiiriieiiccirtee i erer e 13
D. Pay for Either Holiday Worked or Holiday Observed...............ccovevvvniinvevennennenn 14

ARTICLE 12,  ANNUAL LEAVE ... teeieerieeeieetiee e vernts s sstans s e et sstaee s 14
AL ACCTUAL ..ottt rtte e e e e e s s a s bt e e b s s e e s s areeeesataanes 14
B. Accrual DUuring Probation ..........ooooeeiiiiiiicieeeee ettt erae s eeaeean 14
C. Payment 0N Separation ... iesiiiee e s eseee s e cssesssaas s 14
D. Payment on Death ...t e 14
E. Carry-over of Annual Leave to Following Year ..........ccccocvcveieeeceiseecreeceecrcereni 14
F. Personal DAy ......cccoiveieiirimieniiiieiiiinririiie e rere e eee s sraseeses s sbeesesnanssesesaessnsenns 15
G. Approval for Use of ANNUAl LEAVE .........cooceeeeiie et 15

ARTICLE 13.  SICK LEAVE.......iciiiicittiirticceiesitreerieecee s et st esbessteensessase et eeens 15
LT a1 1= 1 T=T £ S OO T PRORRPP 15
B. SiCk Leave ACCIUAL .....ccciriiiiiiiieiccee et ee e srer e s be s b et e e 16
C. Maximum ACCIUAD .....cuiiiiiiiicirtirc ettt sete s s s e e vraare s rbb e s ear e sabe s nr e s ne 16
D. Authorization Of USAgE........cooociieii ettt e s seaaeeen 16
E. Certificate Of IHNESS ... e e sse e seras e e e 16
F. Reporting RequiremMents ...........ocooriieeeiimmiienmeien e s e sesreeesssn s ense e e e 17
G. Family Medical Leave ACt..........cociviiiiiniiiin i, 17
H. Sick Leave Payoff.......coomiiiccee e e sin st 18
I, CatastrOphiC LEAVE ..........ueeeieeee ettt ee e e eeneeeeeeeane 18
J. Sick Leave INCentive Program ..........cocovvveieovieinriinisicieieeee e ssne s sevessessaeeee 18

ARTICLE 14. INJURY ONDUTY LEAVE ... evabiar e 19
A, INJURY ON DIULY ettt e s e e e e e e e s s a b ar b e e s smereeeeeea e 19
B. INJUIY LEAVE ...ttt eeereee s e vt s e s s st es e s snee e snae s et ne 19
C. Rights ProteCted ..........oo ottt st s e sre e s 20

2012 - 2015 Douglas County Employees’ Association Agreement iii



I RO 25

0612
2342

0803800 Page: 5 Of 43 06/11/2012

D. Light/Modified Duty ASSIGNMENTS......c..cocuieeeiiiieeeceeee et ese s eeeaeseeesaeseees 20
ARTICLE 15.  LEAVES OF ABSENCE .........ccccoiuiiiieieerietiee e eeveressaessseesessesaessanas o 20
A. Leaves of ABSENce WIthOUL Pay...........ccocuvivercrveeiiieereeieeie e eeeeeeev e e e e e e e e e 20
B. Leaves of ADSENce With Pay...........cocooeeeeiiiiiiciie et ssre e s 21
C. MIlIANY LBAVE ....civiviiiiirriiirie ettt e eee et ereseas st s re s eeereasassasanseneesenns 21
D. OthEr LEAVES ..ottt rrntreser et sese e st et ssar e sensssebeaeseenssnessennessnan 21
ARTICLE 16. GRIEVANCE PROCEDURE ..........ococvtiimiieeeeeeeeeeeeeeeeeeseestvesesesessenens 21
A, DEINIONS ..coiiiiiiiiiiic e e s eae e e vessr e s et a e s ane s naeenns 21
B. GENEral PrOVISIONS. ......cocciiiereiiirieieeitisiee et etes e ses e sre s btesbe s et ee s seneesnesraseees 22
C. PrOCESS ..ottt sttt et s e et esba s esest s sonbs e seeereenaessesseeenanesreeans 22
ARTICLE 17. EXTERNAL HEARING OFFICER......c.cooevviitieiietieeeeeeereerensesese s, 23
A, DESIGNALION ..ottt et a e et ae sttt e sean s anne e eeneans 23
B L 08ES i s e et an e e ene e e et e e e enaes 23
C. Timely Hearings and DECISIONS .........ceceveeieerereieneeeistecseeier e e seeeeeeseeeeeeeesenens 23
D. Effect Of DECISION.......covcciiticceiiececccee ettt st ee e e e e estae e aeeeraessees 23
E. Authority Of EHO .........oooriiiioeceeeceeee ettt s e saeeaeen 23
F. Matters Subject t0 EHO Procedure...............coovvviioeiieeceeeeeeeeeeeeeeeeeieasve s 24
G. RUIES Of EVIENCE ......cuviieeieeeeceeeceeeer ettt es e st e e e e b ane 24
ARTICLE 18. EMPLOYEE DISCIPLINARY DECISIONS......cc.eeoeeveereerirreeeeeeraenranns 24
A. Basis for DiSCIplinarny ACHON...........covviviiieiicii et srcesean e et eesseeeseraesseeas 24
B. TYPes Of DISCIPINE.......coocoiiiiieecereere et st vessate st e e st eesaneesanne e 24
C. Response to Appeals from Written Reprimand ............ccovvveeveremeeeoeresseeeseneeenins 25

D. Notice of Proposed Disciplinary Action for Demotions, Suspensions,
Discharges and APPEAL.........ccccieeciceiereeeeieteeee et sttt eeseeteeeereeseseaserasreenns 25
E. Employee’s Response and Meeting .......c...covvivriiiiiieeieee e eeeeeeee e er s vesesons 25
F. EMPIOYEr ACHON.......ciiriiiiriiiei ittt eb et et tesae s e e s e e easesnaneans 26
G. APPeal PrOCEUUIE ..ottt sttt ettt esse e s ee v ersane e s en e eesesseenn 26
H. Investigatory INTErVIBWS.............cooiiiirii ettt e ee e, 26
[, NOLICE Of BERAVIOL.........ccceiieecreve ettt ettt e s e eea e son e e e eesaeaesseneans 27
ARTICLE 19. REDUCTION IN FORCE ......covoiitiieeceeeerteet et eeeeees s e e e s sneans 27
A, PTOCBAUIE ...ttt ettt era sttt s e ee st st eseeeeeees v eseseseseanes 27
B. NOUCE ...t sttt e s et e e reasannessreasensennsens 27
C. Demotion In-lieu of Layoff............cocooviiiiiniiiieeceee et ree s esr e st e e seenns 27
D. ReMPIOYMENL ...t rae e s erts e e e e seeeesmeesesneeneesans 28
E. Restoration of BenefitS ......c.ccuiieiieiee ettt s e 28
ARTICLE 20. CLASSIFICATIONS AND EMPLOYEE STATUS ....ovvoveveeeeeeevenn. 28
A. New and Changed ClassifiCations ..........cccevvirerieririiiiee i ccrrnete e s eeeree e 28
B. Reclassification REQUESE............coeiiiriceeeeiiceeecrec ettt v ee e se s ee e e s seearons 28
C. TrANSTEIS ..ottt et et es st e eeeeeeeeeeeeseeeeeeesaesstassesns 28

2012 - 2015 Douglas County Employees’ Association Agreement iv



AT 25

0612
2343

0803800 Pacea: & Of 43 06/11/2012

D, PrOMOtIONS...coviviiitie ittt et es e v rn e e srer s tar s s st sereeseaeeesersenenssnsaens 28
E. Progression of Positions within Job Families...........cccoeeviiiiiiciieecccireerneeeeennnn 29
B DEMOLIONS.......cieiiiiciiiirerrce e rres et et cerae s e ssrsesbessbreestes s bt e seneesmeaeessan e 29
G. ReCIaSSIfICAtONS ..veicvirirereeitiecrree ettt ettt e e se e e ensraene 29
H. Probationary PriOd .............oomiicieiiiniciee ittt e e s vaesenns seenes 30
ARTICLE 21. EFFECTS OF SUBCONTRACTING........cocoovvveiriniiitieeeeeeeeeeeeeeee e 30
ARTICLE 22. LABOR MANAGEMENT COMMITTEE ........coooeeeieeceeevereenreeservessnnen 31
A. Representatives and FUNCHON ......co.uoicciiiiiii et 31
B. NOLCEO Of ISSUBS ..eeviiriieiiii ittt ettt s e s e e e e s eeaeeaeas 31
C. RECOMMENAALIONS ... ..ottt ettt ee e st s sseeeeeseneseeaesres 31
D. AGVISONY FUNCHON ..ottt ee e s netea s e e aesons 31
E. CRAIMPEISON ...t st eae s s st e e e e s ensaesostsenaeeeannes 31
F. Attendance by Other PersonS...........cvvvveerieier et cesveessses e s eneessnaesens 31
G, FISCAIISSUBS ...cvvvireiiirecie ittt e see e et s snbecesnsesb s s amesesmeeeesesensenessaens 31
ARTICLE 23. UNIFORM ALLOWANCE .........cooittiimiiiiiiieieeeeeeeeeeesseeteeenesrensaseens 32
AL UNIFOMMS e s et e et st s st e e s se e nmmreeereraeee sans 32
B. Safely FOOIWEAN........cei ittt ee e e s rs e eee s e b aeeenee e 32
C. Personal PrOPEIY ..ottt ettt ettt et et saessnnsabseenneereesaeeeneensens 32
ARTICLE 24. TUITION REIMBURSEMENT .........oooiiiieciieeeeiecneere st e eee e senee e 33
ARTICLE 25. PEACEFUL PERFORMANCE ..........coovieereeeetereiiiee e e seveeseaaeseeens 33
ARTICLE 26. ENTIRE AGREEMENT, MODIFICATION AND WAIVER.................... 34
ARTICLE27. DRUG TESTING.......cceciri ittt cttrtiieeeeces et eeteeeenee e eenannesssenesenanes 35
ARTICLE 28. SAFETY COMMITTEE ......ooooerieeee et sttt s 35
ARTICLE 29. SAVINGS PROVISION ..ottt eesrtett e vete e eeeneeasesss e e eens 35
ARTICLE 30.  SUNSET PROVISION ......oooiriitieiiteee et cesee e aeenaesesnree s e 35
SIGNATURE PAGE...........ooo oot csits s ses e e teess e s sat e sne s s esotasesetesnaasensnsens 36
APPENDIX A ottt e e e e e rarte s s bb e e e s et e s e st e ereenneeasaree 37

2012 - 2015 Douglas County Employees’ Association Agreement v



LA B 25 53

0803800 Pace: 7 Of 11/2012

2012 - 2015 Agreement
between
Douglas County
and the
Douglas County Employees’ Association

ARTICLE 1. PARTIES

This agreement is entered into this 1st day of July, 2012, by and between the County
of Douglas (hereinafter referred to as “County” or “Employer,”) and the Douglas County
Employees’ Association (hereinafter referred to as “Association”), AND SHALL BE
BINDING UPON THE PARTIES FROM July 01, 2012 through June 30, 2015,
inclusive.

ARTICLE 2. AUTHORIZED AGENTS

For the purpose of the official notification to the Parties under this agreement, the
following agents have been designated:

A. Employer’s principal authorized agent shall be:

County Manager

Douglas County

County Administrative Offices
Post Office Box 218

Minden, Nevada 89423

B. Association’s principal authorized agent shall be:

President

Douglas County Employees Association
Post Office Box 1265

Minden, Nevada 89423

ARTICLE 3. RECOGNITION

The Employer recognizes the Association as the sole and exclusive collective
bargaining agent for all employees of the Employer within those job classifications
covered by this Agreement, who are presently employed and subsequently hired by the
Employer. Temporary or seasonal employees or employees who regularly work less
than thirty hours per week are excluded from the bargaining unit. Except as provided in
and subject to the provisions of NRS 288, listed classifications shalf not be added to,
changed to another unit or deleted from this unit without prior written notification to and
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discussion with the Association.

ARTICLE 4. DEFINITIONS

A.

Appointing Authority.
The Department Head, County Manager, or Board of County Commissioners
having full authority to hire an employee for the County.

Day.
Calendar day unless otherwise stated.

Year,
Calendar year unless otherwise stated.

Year of Service.

Twenty-six (26) complete payroll periods of continuous service with the
Employer. For the purpose of this provision, the following shall not be
considered as breaks in service:

1. Authorized Military Leave for active service, providing that the person is
reinstated within ninety (90) calendar days following honorable discharge from
military service.

2. Authorized Military Leave for training duty not to exceed fifteen (15)
working days in any one calendar year.

3. Authorized leave with pay deemed to be beneficial to the public service.
4.  Authorized leave without pay for thirty (30) working days or less in any
calendar year.

5.  Authorized leave without pay for more than thirty (30) days deemed
beneficial to the public service by the Board of County Commissioners.

Regular Employee.
“Regular employee” means an employee who has been retained in his/her
position on the completion of the probationary period.

ARTICLE 5. ASSOCIATION RIGHTS

A.

Bulletin Boards.

The Employer will furnish bulietin board space where currently available. The
Association may provide additiona! bulletin boards for placement in areas where
employer-provided space is not available. Placement shall be decided by mutuali
agreement. Bulletin boards shall only be used for the following notices:

1. Scheduled Association meetings, agenda, and minutes.

2. Information on Association elections and the resuits.

3. Information regarding Association social, recreational, and related news
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bulletins.
4. Reports of official business of the Association, including reports of
committees or the Board of Directors.

Posted notices shall not be obscene, defamatory, or of a political nature, nor shall
they pertain to public issues which do not include the Employer or its relations with
its employees. All notices to be posted must be dated and signed by an
authorized representative of Association. Employer equipment, materials,
supplies, or interdepartmental mail systems shall not be used for the preparation,
reproduction, or distribution of notices except as specifically allowed below, nor
shall such notices be prepared by employees during their regular work time.

B. Use of Employer Facilities.
Meeting room facilities of the Employer may be made available upon timely
application for use by employees and the Association.

C. Interdepartmental Mail System.
Employer agrees to ailow the Association limited lawful use of the Employers
interdepartmental mail system and County email system. Such use shall not
include materials unsuitable for posting under Section A above. All use of the
County email system is subject to the County internet and email policy, including
the provision that no reasonable expectation of privacy for messages placed in the
system exists and the Nevada public records law.

D. Use of Employer Copying Machines.
Employer agrees the Association may use copying machines providing the
following conditions are met:

1. Association will reimburse Employer for cost of usage.

2. All copying will be done off Employee shift time.

3. No Association use of copying facilities shall interfere with use of such
facilities for Employer business.

E. Association Representatives.
The Employer recognizes and agrees to meet with representatives of the
Association on matters covered by this Agreement.

1. Selection. Selection of Association representatives is the responsibility of
Association provided, however, that the total number of Association
representatives shall not exceed fifteen (15) officers and stewards.

2. List of Representatives. Association shall provide the Employer with a list of
Association representatives and shalt advise the Employer, in writing, of any
changes as soon as practicable.

3. Release Time. Paid Retease time for an employee Association
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representative shall be limited to:
a. attendance by the Association president or a designee at County
Commission meetings which have a direct impact upon Association (upon
posting, a copy of the Commission’s agenda will be provided to DCEA’s
President);
b. meetings with County management upon the request of either party;
c. attending meetings with management as a representative in the
grievance or disciplinary procedures;
d. attending monthly or special meetings of the Association; and
e. no more than one representative from any division at any given point in
time.
4.  Authorization Required to Leave Work Site. Prior authorization from hisfher
supervisor shall be received by the Association Representative before leaving
his/her work site. Approval of request for authorized released time under this
Article shall not be unreasonably withheld.
5. Non-Employee Representatives. Representatives of the Association or
attorneys who are not employees, shall have reasonable access to the Employer's
facilities to participate in any meetings or hearings relating to grievances,
arbitration, disciplinary matters, meetings with management relating to Association
business, or for Association meetings or activities.
6. Bargaining Team. The size of the respective bargaining teams may be no
more than five people and a chief negotiator. The Association may not have more
than one team member from any single division unless the parties specifically
agree. Employee members of the Association Bargaining Team shall be
compensated for their time in negotiation meetings with the County in accordance
with this Agreement. In addition, either party may, with prior notice, bring an
additional member with special skills or information to a negotiation session.

F. Dues Deductions.
The parties agree that the Employer will provide deduction to the Association
on the following terms:

1. Authorization. The Employer shail deduct dues from the saiaries of
Association members and remit the total deductions to the designated Association
officer(s} on at least a monthly basis. However, no deductions shall be made
except in accordance with a deduction authorization form individually and
voluntarily executed by the employee for whom the deduction is made. The
deduction authorization form shali specify any Association restrictions that require
the employee to remain a member beyond the end of the calendar month if the
employee’s action is to terminate such status.

2. Amountof Dues. The Association shall certify to the Employer in writing the
current rate of membership dues. The Association wiil notify the Employer of any
change in the rate of membership dues at least sixty (60) days prior to the
effective date of such change.
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3. Indemnification. The Association shall indemnify and hold the Employer
harmiess against any and all claims, demands, suits and all other forms of liability
which shall arise out of or by reason of action taken or not taken by the Employer
at the request of the Association under the provisions of Section F of this Article or
through the proper execution of this Section of the contract.

G. Bargaining Unit Information.
Newly hired bargaining unit employees will be provided with a copy of this
Agreement and will sign a document acknowledging receipt. The receipt
document will contain the employee’s name and assigned department. On the
last Friday of each month, the Employer will provide the Association with
information on all bargaining unit eligible employees, to include: the employee's
name, date of hire, classification, and department. The Employer will also provide
copies of all receipt document executed during the preceding month. If the
Association wants such information on a less frequent basis, it will notify the
County in January of the relevant year. This information will be provided in a
written and/or available electronic format (e.g., Excel) at the Association’s request.

ARTICLE 6. EMPLOYER RIGHTS AND RESPONSIBILITIES

The Employer retains, solely and exclusively, ali the rights, powers and authority
exercised or held prior to the execution of this Agreement, except as expressly limited
by a specific provision of this Agreement or NRS 288.150(3). Without limiting the
generality of the foregoing, the rights, powers, and authority retained solely and
exclusively by the Employer and not abridged here include, but are not limited to, the
following:

1.  To manage and direct its business and personnel.

2. To manage, control, and determine the mission of its departments,
building facilities, and operations.

3. Tocreate, change, combine or abolish jobs, departments and facilities in
whole or in part.

4. To direct the work force; to increase or decrease the work force and
determine the number of employees needed.

5. To hire, transfer (except for disciplinary purposes), promote, and maintain
the discipline and efficiency of its employees.

6. To establish work standards, schedules of operation and reasonable work
load, subject to safety considerations.

7. To specify or assign work requirements and require overtime subject to
safety considerations.

8. To schedule working hours and shifts.

9. To adopt rules of conduct.

10. To determine the type and scope of work to be performed by its
employees and the services to be provided.
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11. To classify positions.

12. To establish initial salaries of new classifications.

13. To determine the methods, processes, means, and places of providing
services.

14. To take whatever action to adjust to changing legal requirements.

15. To take whatever action necessary to prepare for and operate in an
emergency.

ARTICLE 7. SALARIES AND PAY PRACTICES

A.

Salaries and Pay for Performance.

The parties agree there will be no merit increases/top out pay during the period
of July 01, 2012 - June 30, 2015. Employees will receive evaluations from
their supervisors utilizing the PMP system. All employees will receive a 4.0%
salary reduction effective the first full pay period in July 2012. All employees
hired while this agreement is in effect will be hired below the stated salary
range reflecting the aforementioned salary reduction.

The purpose of the Pay for Performance plan is to recognize and reward
employees who demonstrate motivation, performance above the standard
scope of work, and efficiency, skill and initiative in their work, while also
appropriately ranking employees who perform at or below the established level
of performance for a particular position. Employees will receive annual
performance reviews. The range for merit increases will be 0-6% and the
County will not conduct annual salary surveys throughout the life of this
agreement. Employees who receive a performance rating of 5% or 6%, and
who are at the top of their pay range or would exceed the top of their pay range
after receiving the Pay for Performance (merit) increase, will be eligible for a
lump sum payment of .5% or 1%, respectively, of their base pay. The lump
sum payment and salary (merit) increase must not exceed the amount the Pay
for Performance increase would have provided if the employee were not at the
top of the range.

Effective the first full pay period in July 2013, alt employees covered by this
agreement will receive a salary restoration of 1.5%. Effective the first fuli pay
period in January 2014, all employees covered by this agreement will receive a
salary restoration of 1.5%. Effective the first full pay period in July 2014, all
employees covered by this agreement will receive a salary restoration of 1.0%.
Effective the first full pay period in January 2015, all employees covered by
this agreement will receive a salary increase of 1.0%.

All employees hired while this agreement is in effect will be hired at the rate
indicated in the first Paragraph of this section and the salary adjustment or
restoration will be added to reflect the salary adjustment or restoration in the
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first paragraph above. Any salary adjustments or salary restorations will not
change the minimum or maximum amount of a salary range. Salary
adjustments and salary restorations may not exceed the top of the current
salary range. Any employee that is at the maximum of the salary range when
an adjustment occurs will receive a lump sum payment for the balance of any
salary adjustment.

B. Standby Pay.

1. Standby duty is defined as that circumstance which requires the employee

S0 assigned to:
a. Be ready to respond in a reasonable time to calis for his/her service;
b. Be readily available at all hours by telephone, or other communication
devices; and
¢. Refrain from activities which might impair his/her performance of
assigned duties upon call.

2. Standby duty shall be assigned in writing.

3. Anempioyee shall not receive standby pay for hours actually worked or

for hours reimbursed by a call-back minimum.

4. Standby pay, effective the first pay period following ratification of this

agreement, will be $3.00 per hour.

C. Working Above Classification.

Except for training purposes, when an employee is assigned in writing on a
temporary basis to perform the full range of duties of a higher classification for
more than ten (10) consecutive working days, the empioyee shall receive three
percent (3%) above his/her normal base hourly pay for all hours worked
retroactively to the beginning of the qualifying assignment. Temporary
assignments to a designated supervisory position meeting all of the above
requirements shall receive a six percent (6%) increase for all hours worked
continuously after the qualifying period. When such an assignment is made, the
supervisor shall confirm the dates and length of the assignment to the employee in
writing.

D. Merit and Pay for Performance Increases.
An employee who has received a Pay for Performance evaluation that has a
decrease of two or more levels from the previous Pay for Performance evaluation
and contends that the evaluation does not contain adequate written information to
support the decrease or that the employee did not receive notice during the
evaluation period that the employee was not performing at an expected level may
request a review of the evaluation. The employee must submit a request for
review to the Human Resources Manager within fourteen (14) days of receiving
the evaluation. The employee must provide written information supporting the
employee’s position with the request for review. The department head, elected
official, and the Human Resources Manager and County Manager will review the
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evaluation, the information provided by the employee, and any additional
information provided by the evaluating supervisor. The employee’s information
must show that the evaluation rating was baseless or without supporting evidence.
A nonbinding recommendation will be made to the evaluating supervisor which
may include recommending no change, an increase, or a decrease in the Pay for
Performance level. This process will also be used if a department head or elected
official compietes the evaluation.

E. Outstanding Performance Pay.
The Employer agrees that employees covered under this agreement are eligible
for the employee recognition program under Douglas County Administrative Policy
and Procedure 200.16.

F. Communications Trainer.
The hiring Department may designate qualified individuais as Communications
Trainer (CT). Upon assignment to train an individual or group, the CT will receive
$3.00 for each hour actually spent in one of those capacities. The Department
Head or his/her designee shall have full discretion to make such assignment or
remove someone from such assignment. Removal from such assignmentin and
of itself shall not be considered a disciplinary action.

G. Shift Differential.

For actually working any assigned shift in a department having a 24-hour
operation at least half of which includes the hours between 11:00 p.m. and 7:00
a.m., an eligible unit employee will receive an additional $1.38 per hour for each
hour actually worked between the hours of 11:00 p.m. and 7:00 a.m. as shift
differential pay. To qualify, the employee must work at least one-half of the
qualifying shift or the employee must work the shift immediately preceding or
following the qualifying shift. The Department Head shall have full discretion to
make or not make such assignment or to remove an employee from such
assignment.

ARTICLE 8. MEDICAL AND DENTAL INSURANCE

A. Cafeteria Plan.
1. The County will continue to maintain a cafeteria benefit package. A cafeteria
plan recognizes that staff has diverse needs, and will allow employees to choose
benefits based on their individual needs.
2.  The County will provide eligible employees with core medical, dental, vision
and individual life insurance coverage, and a specific dollar amount, which will
vary dependent upon whether the employee has individuat coverage or dependent
coverage.
3. Employees may use remaining funds or salary deductions toward benefits on
the cafeteria menu.
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4. The core medical package may be optional for employees that can provide
acceptable proof of similar coverage through another source. Approval for waiver
of a core medical package shall be at the County's sole discretion. If an employee
waives the core package, the empioyee shall receive a fixed dollar amount per
month in lieu of coverage, which they may use for items on the cafeteria menu
after purchase of mandatory dental/vision/life insurance coverage.

B. Contribution Toward Health Benefit Package.
A traditional medical plan and, if available, a High Deductible Plan will be offered
to employees. One of these must be purchased unless waived pursuant to A(4)
above. If waived, the employee will receive the monthly contribution set forthin C
below. If the lowest cost employee-only core medical/RX plan exceeds
$612.42/month, the County will provide the employee additional funds to cover the
employee-only premium cost for that plan.

Effective January 1, 2012:
1. Traditional Medical Plan contribution

Employee Only:
HMO (both plans) and PPO Enhanced $515.00/month

Employee Only:
PPO Enhanced Employee Only $591.37/month

Employee Plus One or More Dependents:
HMO (both plans) and PPO (both plans): $826.31/month

Employee Plus Family:
HMQO (both plans) and PPO (both plans) $858.74/month

2. High Deductible Plan (if available)

High Deductible Plan (Core)

Employee Only: $410/month + $327.36 per Year
Annual Account Contribution
Employee Plus Spouse: $550/month + $154.48 per Year
Annual Account Contribution
Employee Plus Child{ren): $550/month + $398.44 per Year
Annual Account Contribution
Employee Plus Family: $550/month + $0 per Year

Annual Account Contribution

2012 - 2015 Douglas County Employees’ Assoclation Agreement 9



BK- 0612
B s oo

0803800 Pace:

High Deductible Plan (Enhanced)

Employee Only: $410/month + $0 per Year
Annual Account Contribution
Employee Plus Spouse: $550/month + $0 per Year
Annual Account Contribution
Employee Plus Child(ren): $550/month + $0 per Year
Annual Account Contribution
Employee Plus Family: $550/month + $0 per Year

Annual Account Contribution

3. Premium Increase or Decrease.
Under the High Deductible Medical Plan option, any increase in premium
costs over the life of this contract will be deducted from the Annual Account
Contribution amount and applied to the increased coverage expense.
a. County Annual Account Contribution Distribution. Fifty percent of the
annual account contribution will be deposited in individual accounts two
times each calendar year (first full pay period in January and July). If a plan
participant experiences a qualifying event which resutts in a status change
during the year, the premium will change at that time and account
contribution will be adjusted on the next scheduled contribution. Account
contributions will be recalculated and reflect the new account contribution
rate. If a plan participant experiences a qualifying event which results in a
status change between January and July, the account contribution for July
will be 50 percent of the annual account contribution.
b. Employees serving an initial probation are not eligible to receive an
annual account contribution.
c. The County Annual Account Contribution is made to an employee’s
Health Savings Account. In the event the entire County Annual Account
Contribution has been used to cover premiums, the employee is solely liable
for any excess premiums above the County’s Annual Account Contribution
via automatic payroll deduction.

C. Monthly Contribution in Lieu of Core Medical Package.
The monthly contribution in lieu of core medical package is $350. Core dental,
vision and life insurance must be purchased with the monthly contribution.

D. County Benefits Committee.

Two representatives from DCEA will serve as members of the County Benefits
Committee.

2012 - 2015 Douglas County Employees’ Association Agreement 10
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ARTICLE 9. HOURS

A.

Work Hours.

Except in emergencies, the work week of full-time unit employees shall normally
consist of five (5) days of eight (8) hours each, exclusive of a lunch hour. Each
employee shall be assigned reguiar starting and quitting times, which shall not be
changed without five calendar days prior notice unless mutually agreed upon by
employee and supervisor. Alternate work schedules may be adopted by individual
Department Heads with approval of the County Manager after prior discussion
with the Association, if requested. For purposes of safety, an employee working
overtime may be allowed to adjust their work schedule for the remainder of any
scheduled shift.

Rest Periods.

Except in emergencies, employees shall be granted a fifteen (15) minute rest
period during each half work shift of four hours or longer. Such breaks shall not
be taken within one (1) hour of the employee’s starting time, quitting time, or meal
break and shall not be accumulated or used to supplement meal breaks, arrive at
work late or [eave work early. Such rest periods shall be taken without loss of pay
and the employee shall not be required to make up such time. Employees are
required to take a minimum 30 minute unpaid meal break exclusive of the
scheduled eight hour work period.

Call Back Defined.

Callback means compensation earned for returning to duty after an employee has
completed a regular shift, if off duty for any period of time, and is requested to
return to duty at a work site with less than twelve (12) hours notice. Nothing in
subparagraph D below alters the County’s obligations pursuant to this
subparagraph.

PERS Reporting.
Call Back pay will be reported to PERS in accordance with the Official Policies of
PERS.

Call Back Minimum.

When itis necessary to call-back any employee, the employee shall be paid on an
overtime basis for a minimum of two (2) hours, even if the employee actually
worked less than two (2) hours. If a call-back exceeds two (2) hours, the
employee shall be paid for the time actually worked. It is further presumed that
there will be no overlapping of premiums in that if an employee works less than
two (2) hours on the initial call-back and then is called back on a second time
during the initial two hour period, he/she will not be entitled to additional overtime
pay unless the total time worked for both call-backs exceeds two (2) hours. In
such cases, the employee shall be paid for the total hours worked. Nothing in
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subparagraph D above alters the County's obligations pursuant to this
subparagraph.

ARTICLE 10. OVERTIME

A. Defined.
Overtime is that time actually worked as authorized and directed by management
which exceeds forty (40) hours in the work week. For purposes of this Article,
Holidays, Annual Leave (excepting Personal Days), and Compensatory Time Off
(CTO) taken by an employee shall be considered as time actually worked.

B. Overtime Compensation.
Empioyees who have worked overtime during a pay period shall receive
compensation at the rate of one and one-half (11%) times the normal base hourly
rate (or hours worked if CTO).

C. Budgetary Constraints.
Nothing in this Article shall prohibit or limit a department's ability to schedule or
reschedule an employee’s work hours in order to operate within the confines of
budgetary constraints. No change shall be made for the sole reason of avoiding
the County’s obligations under the Fair Labor Standards Act.

D. Compliance with FLSA.
For such time as the FLSA (Fair L.abor Standards Act) applies to members of this
unit, management may take such action as necessary in order to fully comply with
the law and any implementing regulations. However, in taking this action, the
Association will be given timely notice of the proposed changes and consuited
regarding the changes. Such compliance may be accomplished without further
negotiations with the Association.

E. Compensation Time Off (CTO).
1. Accumulation. in lieu of overtime pay, and if offered by management, an
employee may elect o receive compensating time off (CTO) at the rate of time
and one-half for such overtime hours worked. A maximum of one hundred twenty
(120) hours may be banked at any one time.
2. Use of CTO. An employee may use CTO by requesting such time off and
having it approved in advance. A supervisor may require an employee to utilize
any CTO bank before granting the use of annual leave.
3. Payoff of CTO Bank. The County may pay off all or part of an employee’s
CTO bank at any time at the employee’s current straight time rate of pay.

2012 - 2015 Douglas County Employees’ Association Agreement 12
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ARTICLE 11. LEGAL HOLIDAYS

A. Defined.
The following are paid holidays for County employees:

New Year's Day (January 1)

Martin Luther King's observed birthday (the third Monday in January)
President's observed birthdays (the third Monday in February)
Memorial Day (the last Monday in May)

Independence Day (July 4)

Labor Day (the first Monday in September)

Nevada Day (the last Friday in October)

Veteran's Day {November 11)

Thanksgiving Day (the fourth Thursday in November)

Family Day (the Friday following the fourth Thursday in November)
Christmas Day (December 25)

SToaPeNOORLPA
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In addition to the above paid holidays, any other day is a paid holiday if
designated by the President of the United States, the Governor of Nevada or the
Board of County Commissioners.

Employees working a Monday through Friday schedule will observe New Year's
Day, Independence Day, Veteran’s Day, and Christmas Day on the Friday
preceding the holiday whenever the holiday occurs on a Saturday or on Monday
following the holiday whenever the holiday occurs on a Sunday.

Employees who work day, swing, or graveyard shifts in seven-day a week, twenty-
four (24) hours per day departments will observe all holidays on the date of the
actual holiday.,

B. Holiday on Leave.
If a holiday falls during an employee’s leave, it wilt not be charged as leave.

C. Holiday on Scheduled Day Off.

Should a holiday fall on an employee’s regularly scheduled day off, at the
appointing authority’s discretion, the employee will be compensated either by
receiving 1) an additional maximum of eight (8) hours pay at their straight time rate
(payment of these hours will not be defined or recognized as hours worked); or 2)
an additional day off with pay during the week of the holiday. Holiday pay will be
prorated for part-time employees. In work weeks containing a holiday, employees
scheduled to work four day ten-hour shifts per work week or other scheduled shifts
will only receive eight hours of holiday pay. Work schedules will be modified by
mutual agreement with the employee and Department Heads or Elected Official to
allow for completion of a forty-hour work week.

2012 - 2015 Douglas County Employees’ Association Agreement 13
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D. Pay for Either Holiday Worked or Holiday Observed.
Should an employee be required to work on a holiday, the employee will receive
eight (8) hours of holiday pay and one and a half times the employee’s regular
rate of pay for actuai hours worked. An employee that does not work on a holiday
will receive holiday pay for one eight-hour paid holiday (or a part time equivalent
consistent with paragraph C above) at the employee’s reguiar rate of pay.

ARTICLE 12.  ANNUAL LEAVE

A. Accrual.
All Association employees who are employed on a continuous full-time basis shall
accrue annual leave credits on the basis of the appropriate schedule below. Part-
time employees (30 hours - 39 hours per week) shall earn annual leave on a
prorated basis based on the number of hours worked in the pay period.

Only regular hours paid shall affect annual leave accrual.

CONTINUOUS SERVICE HOURS EARNED/ MAXIMUM HOURS/YEAR

HOURS PAID
1% through 4" years 0385 80
5™ through 9" years .0654 136
10" through 14" years 0769 160
15" year and after .0846 176

B. Accrual During Probation.
Each employee shali accrue annual leave during his/her probationary period, but
shall not be granted annual leave during said period until the employee has been
employed continuously for at least six (6} months.

C. Payment on Separation.
Employees who have completed at least six (6) months of continuous service and
leave the County service, shail be paid for accrued annual leave.

D. Payment on Death.
If an employee dies who was entitled to accumulated annual leave under the
provisions of this Article, the heirs of such deceased employee shall be paid an
amount of money equal to the number of hours of annual leave eamed or accrued
multiplied by the hourly rate of such deceased employee.

E. Carry-over of Annual Leave to Following Year.
The maximum amount of annual leave that may be accrued in a calendar year is
two hundred forty (240} hours. All annual leave not taken in excess of two
hundred forty (240) hours will be forfeited at the end of the last biweekly pay
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period of the calendar year.

A ninety (90} day extension of up to an additional eighty (80) hours maximum may
only be granted by the County Manager in the event the employee was unable to
utilize his/her hours due to management requirements. Management has the
discretion to schedule the employee’s time off during the extension. If, after an
extension has been granted, an employee is unable to schedule these hours
during the 90-day period due to management requirements, he/she may request
payment of the additional hours.

F. Personal Day.
1. OnJuly 01, 2012, and on January 01 of 2013 and 2014, each reguiar full-
time employee will be credited with eight (8) hours of leave for personal time.
Each regular part-time employee will be credited with prorated hours of ieave for
personal time based on their scheduled hours worked. The hours are for use
during the calendar year in which they are granted.
2. The hours of personal time must be used in one increment and any unused
hours will be forfeited if not used by December 31 of the calendar year in which
the personal time was granted.
3.  Upon separation from the County, all unused personal time will be forfeited
and will not be paid to the employee upon termination of the employee's
employment, whether voluntary or involuntary.
4. No overtime pay will be paid to any employee on account of the employee’s
use or non-use of all or any portion of the personal time granted to an employee.

G. Approval for Use of Annual Leave or Personal Day.

All annual leave will be taken at a time mutually agreeable to the employee and
his/her supervisor. No request shall be unreasonably denied. Should an
employee submit a request more than thirty (30) days prior to requested annual
leave or personal leave exceeding five (5) consecutive days, the employee shall
be notified within five (5) working days of submission of the request of the
approval or denial of the request. Should no action be taken on the request for
annual leave or personal leave by the employee’s supervisor, the employee may
submit the request to the Elected Official of the department or the Department
Head. If a Department Head, other than an Elected Official, is the empioyee’s
supervisor, the request may be submitted to the County Manager.

ARTICLE 13. SICK LEAVE

A. Entitlement.
All unit employees who are employed on a continuous full-time basis shall be
credited with sick leave according to the scheduie below. All unit employees who
are employed on a continuous part-time basis shall be credited with sick leave
according to the schedule in subparagraph B below on a prorated basis. By way
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of example, a unit employee who works thirty (30) hours per week on a continuous
basis shall be credited with sick leave at a rate equivalent to seventy five percent
(75%) of the rate at which full-time employees are credited with sick leave.

B. Sick Leave Accrual.
Eligible employees shall accrue sick leave at the rate of .0385 hours for each hour
paid up to a maximum of 80 hours per year. Only regular, non overtime, hours
paid shall affect sick leave accrual.

C. Maximum Accrual.
A total of no more than seven hundred twenty (720) hours of regular sick leave
may be credited to an employee. Employees who have 720 hours of sick leave
accrued as of January 1 of each calendar year will accrue an additional 80 hours
during the calendar year, which may be used when accrued during the calendar
year. Any of the 80 hours unused will be forfeited as of December 31 of the
calendar year.

D. Authorization of Usage.

Employees are entitled to use sick leave only if they or their family members are
incapacitated due to sickness, injury or when receiving necessary medical or
dental treatment, or in the event of an iliness, or death in the immediate family.
Sick leave used for bereavement shall not exceed thirty-two (32) hours per
incident, except as approved in advance by the County Manager or appropriate
elected official. Other types of leave for bereavement may also be approved in
advance by the County Manager or appropriate elected official. Such use for
bereavement is limited to relatives listed in the section below. Sick leave may be
used by the employee for medical or dental preventive care appointments or
emergencies of the employee or family members.

1. Family Defined. Immediate family is defined as an employee’s or an
employee’s spouse’s parents, legal guardian, children, stepchildren or foster
children, brothers, sisters, grandparents, or grandchildren. In the case of any
other relative of the employee, the applicable appointing authority may authorize
such sick leave and shall so notify the Human Resources Manager in writing.

2.  Evidence of Authorized Usage. The appointing authority shall approve sick
leave only after having ascertained that the absence was for an authorized
reason, and the employee may be required to provide substantiating evidence.

E. Certificate of lliness.
Physician certificates or an examination by a physician selected and paid for by
the County may be required by the employer when there is an absence from work
in excess of five (5) consecutive days or whenever there is reason to believe that
sick leave is being abused or the absence is questionable. In the event of family
medical leave, the employee will complete the appropriate authorization forms
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supplied by Human Resources in accordance with County policy. If an employee
becomes ill or injured during a vacation request of three (3) or more consecutive
workdays, the time will be recorded as sick leave only if substantiated by a
physician’s written certification.

F. Reporting Requirements.

Except in an emergency wherein an employee is incapacitated, employees are
expected to report any absence from work and the reason therefore to his/her
supervisor within 30 minutes prior to the time the employee’s normal work shift
commences. Failure to report, may cause the absence to be deemed unexcused,
unpaid, or subject to discipline. If the employee’s supervisor is unavailable, the
employee should notify his/her respective department regarding the absence. If
nobody in the department answers the telephone, the employee may leave a
message.

G. Family Medical Leave Act.
Family medical leave for employees shall be governed by the provisions of the
Federal Famity Medical Leave Act (“FMLA”). Nothing in this section is intended to
extend to County employees any rights or benefits not extended in that law.
General conditions are as follows:

1. Employees who have one year (52 weeks) of service, and have worked at
least 1,250 hours in the past year, are eligibie to take up to 12 weeks leave during
a 12-month period as defined in County policy for family or medical leave pursuant
to the FMLA. Family members are those persons who are so defined in the
FMLA. Each time an employee takes FMLA leave, the County will compute the
amount of such leave the employee has taken under the FMLA policy and deduct
it from the 12 work-weeks of available leave.

2. The employee must provide reasonable advance notice if the need for the
leave is foreseeable. The Department Head shali not deny leave to any eligible
employee who requests family or medical leave pursuant to the provisions of the
FMLA. The employee has the right to reinstatement to the same or a comparable
position unless the employee is exempted from such right under the provisions of
the FMLA.

3. The employee shall exhaust accrued sick leave and all accrued vacation
leave up to a balance of 80 hours when on an FMLA leave.

4. The County shall maintain coverage under any group health plan for the
duration of the leave at the level and under conditions that would have been
provided had the employee been working. An employee on leave without pay will
be expected to make prompt monthly payments to the County for dependent
coverage and elected benefits per county policy, and the failure of the employee
to make the payment shall result in cancellation of the coverage. While on paid
leave, the County wili continue to make payroll deductions to collect the
employee’s regular share of any premiums. While on unpaid leave, the employee
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must continue to make this payment, either in person or by mail. The County shall
only maintain such group health pian coverage for such employee for up to 12
weeks as stated in County policy.

H. Sick Leave Payoff.

Employees with 10 years of service will be compensated at the rate of 40% of the
normal hourly rate for all hours of accrued sick leave upon termination from the
employment of the County. An additional 1% in compensation shall be paid upon
termination of employment for each year of service over ten years to a maximum
of 50%. No employee shall be entitled to receive the compensation provided for
by this section for accrued sick leave until he/she has served a minimum of ten
years in County employment.

At the employee’s option, instead of being compensated for sick leave the County,
with approval of PERS, will convert compensable sick leave to PERS retirement
credits.

. Catastrophic Leave.
Employees will be allowed to voluntarily transfer up to a maximum of eighty (80)
hours of their accumulated CTO and/or annuat leave during any calendar year to
another employee who has less than eighty (80) hours of combined sick leave,
annual leave, and CTO, but who is otherwise eligible to take paid sick time. An
employee’s donation of annual leave or CTO will be in four (4) hour increments.
Donated annual leave or CTO wili be logged to the account of the beneficiary
employee in the order in which it is donated and will be converted to a dollar
amount at the hourly rate of the donor employee. In the event the beneficiary
employee no longer requires the use of any donated annual leave or CTO, the
remaining donated annual leave and/or CTO will be returned to the donors from
whom it was received. The maximum number of hours that may be transferred to
a beneficiary employee pursuant to this Article is four hundred eighty (480) hours
in any calendar year.

J. Sick Leave Incentive Program.

Unit employees shall have the option to participate in the County’s annual sick
leave incentive program. Full-time employees utilizing less than forty (40} hours of
sick leave during a calendar year will have eight (8) hours of paid time off credited
to their annual leave accrual. Part-time employees who utilize less hours of sick
leave during a calendar year than the number of hours they are regularly
scheduled to work per week will have paid time off credited to their annual leave
accrual on a pro-rata basis. By way of example, a unit employee regularly
scheduled to work thirty hours per week who uses iess than thirty hours of sick
leave during a calendar year will have six hours of paid time off credited to annual
leave accrual. Incentive program hours must be utilized within 12 months of
receipt and are not subject to pay out upon separation of employment.
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ARTICLE 14. INJURY ON DUTY LEAVE

A.

Injury on Duty.

Any Association employee who suffers an injury while working during the course
of employment for the Employer shall be entitled to injury leave until said
employee is able to return to work or is terminated in any manner and subject to
any limitations imposed by this Article or State Law. Injury means a sudden and
tangible happening of a traumatic nature, producing an immediate or prompt result
and resulting from external force, including injuries to artificial members. Any
injury sustained by the employee while engaging in an athletic or social event
sponsored by the Employer shall be deemed not to have arisen out of or in the
course of employment unless the employee received compensation for hours
worked from the County for participating in such event. For purposes of this
Article, coronary thrombosis, coronary occlusion, or any other ailment or disorder
of the heart, and any death or disability ensuing therefrom, shall not be deemed to
be an injury by accident sustained arising out of and in the course of the
employment. When an employee is eligible at the same time for benefits under
applicable workers’ compensation chapters of the Nevada Revised Statutes and
for sick leave or injury leave benefit, the amount of sick leave or injury leave
benefit paid to said employee shall not exceed the difference between their
normal salary and the amount of any benefit received, exclusive of payment of
medical or hospital expenses applicable requirements of the Nevada Revised
Statutes for that pay period. Any usage of such leave shall be deducted from the
employee’s sick leave balance.

Injury Leave.

For employees injured on duty and accepted for worker's compensation benefits
which exceed 40 regularly scheduled hours the County will cover the remainder of
all required leave to suppiement worker's compensation benefits at its expense for
up to 90 calendar days. During the 90 calendar days no employee leave
deduction (sick, annual, or CTO) will be used to supplement worker's
compensation benefits. After 90 calendar days the employee will use accrued
leave to supplement worker's compensation benefits. The employee must follow
all prescribed written safety policies and procedures to qualify for injury leave
(e.g., wearing fuil protective clothing and equipment when necessary, using tools
and equipment properly, and exercising prudent care white performing assigned
functions).

The parties agree that nothing in this Agreement constitutes a waiver of any
employee’s rights to worker's compensation benefits under Nevada law. The
parties further agree that although an employee may file a grievance when denied
Injury Leave for an accepted worker's compensation claim, an employee may not
grieve the denial of a worker's compensation claim by the County’s Third Party
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Administrator. An employee wishing to challenge such a denial must do so
according to the procedures prescribed under Nevada law.

Rights Protected.
Nothing in this Article shail abrogate an employee’s or employer's rights under the
industrial injury provisions of State Law.

Light/Modified Duty Assignments.

Employees who have been on authorized injury leave due to work-related injury
under applicable workers' compensation law shali, upon written release from
his/her doctor and upon presentation of said release to the County, return to work
in a light duty assignment if one is available. Any assignments to light duty shall
be in conformance with limitations imposed by the employee’s doctor and no
employee shall be assigned light duty tasks that would predictably prolong the
rehabilitative process or otherwise increase the risk of further injury.

ARTICLE 15. LEAVES OF ABSENCE.

A.

Leaves of Absence Without Pay.

1. Eligibility. Leave without pay may be granted only to an employee who
desires to return therefrom to the Employer's setrvice.

2. Short-term Leave. Leave without pay of less than thirty (30) days may be
granted for the good of the public service by the appointing authority. When such
leave is granted, the appointing authority shall notify the Human Resources
Manager.

3. Long-term Leave. For a period of thirty (30) days or more, leave without pay
may be granted by the Board of County Commissioners. The employee shall
retain his/her status as a public employee and the pay, leave and benefits accrued
prior to the leave for a period not to exceed twenty-six (26) consecutive pay
periods.

4.  Family Medical Leave. A family and/or medical leave of absence provides up
to a total of 12 work-weeks of leave during a 12-month period as defined in
County policy due to the birth of a child and the care of such child, the
adoption/foster placement of a child and the care of such child, the need to care
for a family member with a serious health condition, or the employee’s own
serious health condition which makes the employee unable to do his or her job. If
the employee has exhausted all accrued sick leave, and vacation leave up to a
balance of 80 hours, he/she will be placed on a leave of absence without pay in
accordance with the provisions in Article 13, Section G and County policy.

5. Elected Benefits. Arrangements regarding employee’s payment of
dependent medical/dental insurance premiums and/or to his or her voluntary
deductions, if continuity is desired, must be made with Human Resources prior to
starting unpaid leave of absence. The failure of the employee to make the
payment shall result in cancellation of the coverage.
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B. Leave of Absence With Pay.
Leave with pay for an appropriate period may be granted by:

1. The Board of County Commissioners upon written petition by an employee;
or

2. The appointing authority under the following conditions:
a. When an employee serves on a jury or as a witness in court, provided the
jury and witness fees earned on an employee's regular workday are
reimbursed to the Employer;
b. When it is impractical for a registered voter to vote before or after the
employee’s normal working hours; and
c. When an employee acts as a volunteer fireman or similar service for
protection of life or property.

C. Military Leave.

1. An employee, who is an active member of the National Guard or reserve
component of the United States Armed Forces, must notify the County of their
active status upon their hire date or immediately upon activation. The employee
shall make his/her reserve status known to the County and must provide any
known reserve obligations to those responsible for staffing a minimum of 30 days
in advance except during times of military conflict or other emergency activation.
2. An employee who is an active member of the National Guard or any reserve
component of the United States Armed Forces shall, upon request, be relieved
from his/her duties to serve orders for military duty, without loss of pay or accrued
leave for a period not to exceed fifteen workdays in any calendar year.

D. Other Leaves.
This includes all other leaves for which bargaining unit employees are eligible
under the provisions of the County Personnel Code and Regulations.

ARTICLE 16. GRIEVANCE PROCEDURE

A. Definitions.

1. Grievance. A grievance is a claimed violation, misapplication, or
misinterpretation of a specific provision of this Agreement which adversely affects
the grievant. The exercise or lack of exercise of Employer Rights and
Responsibilities (Article 6) is not grievable. Grievances arising out of disciplinary
actions are covered by Article 18, Employee Disciplinary Procedures.

2. Grievant. A grievant is an employee or group of employees in the unit who
file a grievance as defined above. Alleged violations, misapplications, or
misinterpretations which affect more than one employee in a substantially similar
manner may be consolidated at the discretion of management as a group
grievance and will be represented by a single grievant.
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3. Day. Forthe purpose of this Article “Day” means a calendar day.

B. General Provisions.
1. Ifagrievant/appellant fails to carry his/her grievance forward to the next level
within the prescribed time period, the grievance is settled based upon the decision
rendered at the most recent step utilized.
2. If a supervisor or manager fails to respond with an answer within the given
time period, the existing decision stands and the grievant may appeal to the next
higher level.
3. The grievant may be represented by a person of his/her choice at any formal
level of this procedure.
4. Time limits and formal levels may be waived by mutual written consent of the
parties.
5.  Proof of Service must be accomplished by certified mail or personal service.
6. If the grievant is not represented by a representative of the Association, the
Association must be notified of the intended seitlement of any Formal Level
grievance prior to the settlement being finalized for the purpose of allowing
Association input into its terms. If the Association does not provide a written
response within ten (10) days after notification, the opportunity to respond is
waived and the proposed settiement shall be implemented and the matter closed.
If a timely response is made, the Employer's representative must give full
consideration to the Association’s input prior to the settlement of the grievance. If
on the basis of the Association’s input, the grievant/appellant desires to exercise
the further remaining avenues of appeal, the appeal will be considered timely if
filed within ten (10) days of the date of a meeting between the Employer,
Association and the grievant/appellant during which the Association’s reservations
regarding the settlement were fully stated.

C. Process.
1. Informal Level. Within ten (10) days from the event giving rise to a potential
grievance or from the date the employee could reasonably have been expected to
have had knowledge of the event, the employee may orally discuss the problem
with his/her immediate supervisor. The supervisor has ten (10) days to give an
answer to the employee.
2. Formal Levels.
Level 1: If the employee is not satisfied with the resolution proposed at the
informal level, the employee may within ten (10) days of receipt of the answer, file
a formal written grievance with his/her department head containing a statement
describing the grievance, the section of this Agreement allegedly violated, and
remedy requested. The department head (or designee) will, within ten (10) days
give a written answer to the grievant on the form provided.
Level 2: If the grievant is not satisfied with the written answer of the department
head or his/her designee, the grievant may, within ten (10) days from the receipt
of the answer, file a written appeal to the County Manager. Within ten (10) days
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of receipt of the written appeal, the County Manager or his/her designee must
investigate the grievance and hold a meeting with the concerned parties. A written
answer to the grievant must be provided within ten (10) days of the meeting. The
answer is final and binding unless the grievant, through the Association, notifies
the County Manager of his/her intention to appeal to the External Hearing Officer
(EHO) by filing a Notice of intent to Arbitrate with the Human Resources Manager
within fourteen (14) days of receipt of the answer.

ARTICLE 17. EXTERNAL HEARING OFFICER

A. Designation.
The External Hearing Officer (EHO) shall be designated by the parties after
requesting a list of quaiified arbitrators, from the American Arbitration Association,
or the Federal Mediation & Conciliation Service. The parties shall strike names
from the list until a final name remains.

B. Costs.
The fees and expenses of obtaining and employing the EHO and of a court
reporter, if used, shall be shared equally by the Association and the Employer.
Each party, however, shall bear the cost of its own presentation including
preparation and post-hearing briefs, if any.

C. Timely Hearings and Decisions.
The EHO shall set the matter for hearing in a timely manner. The EHO’s decision
shall be rendered within thirty (30) days from the date of hearing and shall include
his/her findings of facts on the issue(s) submitted.

D. Effect of Decision.

Decisions of an EHO on grievances properly before him or her will be final and
binding unless the award will cost the County more than $100,000. In the event
the award does exceed $100,000, the decision will be advisory to the County
Board of Commissioners. The Board will make the final decision, which in its
discretion it deems proper after review of the EHO’s report or conducting further
investigation as it sees fit. If the Board has taken no action after having been in
receipt of an EHO’s decision for thirty (30) days, the decision of the EHO will
become final and binding. Decisions of the External Hearing Officer on
disciptinary appeals properly before him/her will be final and binding on both
parties.

E. Authority of EHO.
No EHO shall entertain, hear, decide, or make recommendations on any dispute
unless such dispute involves an eligible employee in this represented Association
and unless 1) such dispute falls within the definition of a grievance as set forth in
Section A. 1. of Article 16 Grievance Procedure, or 2) unless such dispute
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involves disciplinary suspension(s) within the same calendar year exceeding forty
(40) working hours, demotion, or discharge as set forth in Article 18, Employee
Disciplinary Procedures, and has been processed in accordance with all
provisions thereof and herein.

Matters Subject to EHO Procedure.

Proposals to create, add to, or change this written agreement or addenda
supplementary hereto shall not be grievable nor submitted to an EHO and no
proposal to modify, amend, or terminate a negotiated agreement, nor any matter
or subject arising out of or in connection with such proposal, may be referred to
this process. Likewise, no grievance arising out of the exercise of Article 6,
Employer Rights and Responsibilities, shall be submitted to this procedure.

Rules of Evidence.

Strict rules of evidence shall not apply. However, rules of evidence and
procedures for conduct of hearings shall be guided by the standards in the
American Arbitration Association’s voluntary arbitration rules or the Nevada
Administrative Procedure Act, NRS 233B.123.

ARTICLE 18. EMPLOYEE DISCIPLINARY PROCEDURES

A.

Basis for Disciplinary Action.

The tenure and status of every Association employee is conditioned on
reasonable standards of personal conduct and job performance. Failure to meet
these standards may be grounds for appropriate disciplinary action. Disciplinary
action will be for just cause and may, in addition to the causes set forth in the
Personnel Ordinance and Policies, be based upon any of the following grounds:
failure to fully perform required duties, insubordination, failure to comply with or
abuse of Employer policies or rules, unexcused absences, misuse or abuse of
Employer property or equipment, substandard job performance, commission of a
felony or other crime involving moral turpitude, and commission of other acts
which are incompatible with service to the public. The employee rights of this
article do not apply to probationary employees.

Types of Discipline.

The following procedure will apply when, in the judgment of the employee's
supervisor, an employee has committed an act or omission which justifies a
written reprimand, demotion, discharge or suspension without pay. Disciplinary
action will normally progress from the least to the most severe. However, nothing
in this agreement requires this progression in cases where more severe
disciplinary action is appropriate.
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C. Response to Appeals from Written Reprimand.
An employee who receives a written reprimand is afforded the right to have his or
her written response attached to the reprimand and placed into his/her personnel
file. The response must be submitted before the end of the fourteenth day
following receipt of the reprimand by the employee. This is the only avenue of
appeal for a written reprimand. If an employee submits a response, he/she may
forward a copy of the response to Human Resources and the County Manager.

D. Notice of Proposed Disciplinary Action for Demotions, Suspensions,
Discharges, and Appeal.
A management representative will be designated by the department head. The
management representative must advise the employee in writing of the proposed
action. The written statement must contain;

1. A description of the events which necessitated the proposed demotion,
suspension or discharge.

2. A statement of the charges and the date of the proposed action.

3. Notification that the employee may review or make copies of available
materials leading to the demotion, suspension or discharge.

4. The right of the employee to meet with the designated management
representative and to submit in writing his or her response to the proposed action
no later than the tenth calendar day following receipt of the notice. The time limit
may be extended by written agreement.

5. Notice that if no response is received by the designated management
representative from the Employee or his or her representative within the time
period allowed, the County may impose the discipline as proposed and the
employee waives all rights to appeal.

6. Notice that the employee has a right to be represented by the Association.
7. Notice that if the proposed disciplinary action is a suspension or termination
of empioyment, the employee may be placed on unpaid administrative leave
pending the employee’s response.

8.  Notice that the employee has the right to appeal.

E. Employee’s Response and Meeting.
An employee’s opportunity to respond to the designated management
representative although essential to the process, is not intended to be an
adversary hearing. The employee may:
1. Present witnesses in support of his or her opposition to the proposed
demotion, suspension, or discharge.
2. Beaccompanied and represented by a person of his/her choice during this
procedure.

The limited nature of this response does not preclude management's authority to
initiate further investigation if the employee’s version of the facts raises doubts as
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to the accuracy of the supervisor's information leading to the proposed discipline.

The County may institute the proposed discipline prior to the date of the meeting
contemplated in (D){(4). If the discipline is overturned or reduced, the employee
must be made whole for any unpaid administrative leave time lost during the
response period, and any unpaid administrative leave served before the response
hearing will be applied to an upheld or an unappealed suspension period.

F. Employer Action.
Following his/her review of a proposed disciplinary action, the designated
management representative must issue a signed statement indicating his or her
decision based on the employee’s response.

1. ifthe proposed action is to be implemented, the specific charges against the
employee and the effective date of the action will also be included.

2. The statement must be mailed by certified mail or be personally delivered to
the employee no later than ten (10) days after the meeting with the employee or
receipt of his/her response, whichever is later.

3.  This statement must clearly inform the employee that the employee has the
right to request an appeal hearing, if a request for a hearing is made in writing
within ten (10) days after receipt of this notice.

G. Appeal Procedure.
This appeal procedure applies to cases of demotion, discharge and suspension
without pay.

1. If, within the ten (10) day appeal period, the employee does not file an
appeal, the action of the management representative is considered conciusive.

2. If, within the ten (10) day appeal period, the employee files a notice of appeal
with the County Manager (with a copy to the Human Resources Manager), the
County Manager or his/her designee will investigate the grievance and hold a
meeting with the concerned parties within ten (10) days. A written answer will be
provided to the grievant within ten (10) days of the meeting. The answer is final
unless the grievant, through the Association, notifies the County Manager of
his/her intention to appeal to the External Hearing Officer (EHO) by filing a Notice
of Intent to Arbitrate with the Human Resources Manager within ten (10) days of
receipt of the answer. Appeals of any disciplinary suspension, which when
combined with previous disciplinary suspensions during the same calendar year
total fewer than forty (40) working hours, are not eligible for appeal to the EHO.

H. Investigatory Interviews.
An employee about to undergo an investigatory interview may be accompanied by
an Association representative and reasonable notice will be given. Reasonable
notice means notification eighteen (18) hours prior to the actual meeting except
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when circumstances may require a prompt investigatory interview or the notice
period is reduced by the employee.

I.  Notice of Behavior
No document will be placed in an employee’s personnel file(s) unless a copy has
been presented to the employee and he or she has signed the original. An
employee’s signature on the original indicates the employee has received the
document and does not signify that the employee agrees with the content thereof.

ARTICLE 19. REDUCTION IN FORCE

A. Procedure.

If, due to lack of funds, lack of work, enhanced efficiency, or curtailment of
operations it is necessary to reduce the Employer's work force, the appointing
authority will determine the classifications and number of employees to be
reduced. Layoffs within a classification will proceed in ascending order of seniority
within the department, provided that the remaining employee(s) within that
classification have demonstrated the ability to effectively perform the required
work. Ability shall be determined based on the affected employee’s most recent
performance evaluations. For layoff purposes, seniority shall first be based on the
amount of continuous service within all operations of County government. If
seniority is equal, the employees to be laid off shall be determined by “past
performance.” No regular full-time employee shall be laid off or demoted while
there are temporary or probationary employees serving in the same classification
in the County, provided they are fully qualified to do the remaining work required to
be performed as determined by the County.

B. Notice.
All regular employees due to be laid off shall be given written notice of such layoff
at least thirty (30) calendar days prior to the effective date. After the County has
notified the employees who are to be laid off, the County will provide a list of such
employees to the Association along with the applicable seniority list(s). The
Association may request to meet and discuss the layoffs with the County.

C. Demotion In-lieu of Layoff.

In lieu of being laid off, an employee may elect demotion to any class of a lower
maximum salary within the same class series if such demotion is deemed feasible
by the Employer. An employee who elects demotion in lieu of layoff shali be
reinstated to his/her former class once the former position becomes available,
provided, however, the employees would be next hired according to reverse order
of layoff. The commitment will extend for eighteen (18) months beyond the date
of demotion.
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D. Reemployment.

The names of regular employees laid off shall be placed on the reemployment list
within the department which laid off the employee for the class or position involved
in reverse order of termination. The names of the regular employees laid off will
also be placed on a County-wide reemployment list in reverse order of termination
and in the event there is a position in the County for which the employee is
qualified, he/she may be offered that position with the approval of the hiring
authority. The commitment will extend for eighteen (18) months beyond the date
of layoff; provided any employee who fails to maintain updated contact information
with the County or fails to respond to any inquiry from the County pursuant to this
Article will be dropped from the reemployment list and forfeit all rights under this
Article.

Restoration of Benefits.

Employees who are reemployed within eighteen (18) months after they are laid off
will be entitled to reinstatement of accrued and unused sick leave remaining to
their credit at the time of their layoff. These employees will resume the
accumulation of continuous service credit and retain all previously accrued
seniority rights, losing only the time when they were in the laid off status.

ARTICLE 20. CLASSIFICATIONS AND EMPLOYEE STATUS

A.

New and Changed Classifications.

The Employer shall notify the Association, in writing, of any proposed new or
changed job title classifications. Within seven (7) days after receiving notification,
the Association may request a meeting to discuss the changes with the Employer.
Such meeting shall be scheduied within the following fourteen (14) days and all
actions related to the discussions completed within thirty (30) days following
original notice from the Employer.

Reclassification Request.

When there has been a change in the duties and/or responsibilities of a position,
the affected empioyee may, at any time, request in writing a job audit through
his/her Department Head. The employee must be notified of any action to be
taken by the Employer, including the job audit, within a reasonable period of time
not to exceed sixty (60) days of the employee’s request.

Transfers.
When an employee is transferred to another position in the same or related class
at the same grade level, the employee shall continue at his/her current rate of pay.

Promotions.
When an employee is promoted to a position in a higher pay grade, the employee
shall be placed at the minimum of the new range. In the event that the rate of pay
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does not provide a salary increase of 5% or more, the employee shall receive a
promotional pay increase of 5%. Any new pay rate, upon promotion, shall not
exceed the maximum rate of the new pay range per county policy. Should the
promotion occur concurrently with the employee’s eligibility for a merit salary
increase, the merit salary increase should be included in the base salary before
promotion. Special salary adjustments should not be included in the base rate.

E. Progression of Positions within Job Families.

The empioyer's classification plan contains Association positions that fall within
job “families.” Examples that illustrate job families for the Association include, but
are not limited to: Utility Operator in Training/Utility Operator I/Il, Building
Maintenance Technician I/ll, Road Maintenance Operator/ Senior Operator, Park
Ranger I/l1ll.  Employees may progress within their job family when the
employee’s supervisor has determined that the employee has acquired the
necessary skills and abilities of the higher level position within the job family.
Each position’s required skills and abilities are detailed in the County’s job
descriptions. Job progressions will only occur concurrently with the employee’s
eligibility for a merit increase. The pay grade adjustment associated with the job
progression will occur after the merit salary increase adjustment. Progression
within & job family is not a promotion nor does it require probation.

F. Demotions.
An empioyee reassigned by management to a position in a lower classification
regardless of the reason (disciplinary, voluntary, in lieu of a layoff, for reasons of
disability or incapacity, etc.) will receive a salary reduction commensurate with the
specific job duties as determined by the employer. An employee reassigned to a
position in a lower classification because of a reorganization will receive a salary
reduction of no more than 15% from the employee’s current salary at the time the
reorganization is implemented. The anniversary date for future salary increase
consideration changes shall be the date of demotion in accordance with County
policy for demotions other than those that are voluntary or due to a reorganization.

G. Reclassifications.

If a reclassification results in an employee’s position being downgraded within the
compensation plan, and the employee’s current pay rate is within the new, lower
salary range, there will be no change in pay. If his/her pay rate is higher than the
new salary range maximum, his/her salary will not be reduced. No pay increase
will be granted to such an employee_as long as his/her salary is at or above the
top of the new range. If the employee’s salary is currently below the minimum of
the new range, the employee’s salary will be increased to meet the minimum rate
in accordance with County policy.
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H. Probationary Period.

1. Initial Probation. Upon initial appointment, all unit employees will serve the
equivalent of twenty-six complete biweekly pay periods of full-time service as a
probationary period, during which time the employee may be dismissed without
cause or right of appeal. The appointing authority will give the employee a
performance assessment at the end of thirteen (13) complete biweekly pay
periods. The appointing authority has the option to end probation after the
assessment or to continue probation for the twenty-six (26) complete biweekly pay
periods. The employer will provide tools to supervisors to encourage ongoing
feedback regarding performance of new hires. The County will inform supervisors
and the appointing authority of the option to end probation after thirteen (13)
complete biweekly pay periods. Failure to give an employee an assessment after
six (6) months of employment is not grounds for ending the probationary period
nor does it affect the employee’s probationary status.

2. Promotional Probation. Upon promotion to a classification with a higher
salary schedule, a unit employee wiil serve the standard thirteen (13) complete
biweekly pay periods of full-time service as a probationary period. The appointing
authority will give the employee a performance assessment at the end of seven
(7) complete biweekly pay periods. The appointing authority has the option to end
probation after the assessment or continue the probation. Either the manager
may demote the employee or the employee may voluntarily demote before the
end of the seventh complete biweekly pay period of his/her qualifying period, to
the position and salary previously held. Either way, the employee may return
without penaity.
a. Employees who had regular status in previous position. An employee
who fails to pass probation but who had status as a regular non-probationary
employee in a previous classification will have a right to return to a position in
that classification if available. Such removal from the higher classification is
without cause or right of appeal.
b. Employees who do not have regular status in a previous position. An
employee who fails to pass probation and has no regular employment status
in another classification in the County, will be dismissed from employment
without cause or right of appeal. An employee who has not successfully
completed an initial probationary period in his or her previous classification,
does not have a right to return to that previous classification.

ARTICLE 21, EFFECTS OF SUBCONTRACTING

Employer agrees to notify the Association twenty-one (21) days prior to
subcontracting work currently performed by unit members which will cause the
layoff of those unit employees. Provided the Association submits a response
within ten (10} days of the notice, the Employer will consider the Association’s
response prior to subcontracting any Association work. Upon written request
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from the Association, the Employer agrees to meet and negotiate the impact and
effects of such planned subcontracting on the affected Association members.

ARTICLE 22. LABOR MANAGEMENT COMMITTEE

A. Representatives and Function.
A committee of two (2) representatives of the Employer and two (2)
representatives of the Association shall meet upon the request of either party.
The meetings will be held at mutually agreed times and places, and shall be for
the purpose of:

1. Discussing the administration of this Agreement.

2. Exchange of general information of interest to both parties.

3.  Giving the Association representatives the opportunity to share the views of
their members or make suggestions on subjects of interest to their members.

4.  Improving County services.

5.  Increasing efficiency and effectiveness of County operations.

6. Pay for Performance System.

7.  County Uniform Policy; and

8.  Tuition Reimbursement Policy.

B. Notice of Issues.
Any issues to be discussed shall be advanced by the requesting party to the other
at least seventy-two (72) hours prior to the scheduled meeting.

C. Recommendations.
Any conclusions or mutual recommendations of this Committee shall be reduced
to writing.

D. Advisory Function.
The Labor Management Committee shall be advisory only and shall not engage in
collective bargaining or reach any agreements to amend the contract.

E. Chairperson.
The initial Chairperson shall be an Association representative and thereafter the
Chair shall rotate at six (6) month intervals between the two sides.

F. Attendance by Other Persons.
Additional persons may attend the Labor-Management meetings at the request of
either party to present information to the committee members.

G. Fiscal Issues.

If Employer experiences sustainable financial growth (i.e., ongoing revenues of
Employer are significantly larger than actual expenses), then the parties agree
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to meet and discuss whether the Employer has the financial ability to change
the monetary benefits to employees.

ARTICLE 23. UNIFORM ALLOWANCE

A. Uniforms.

Association personnel required to wear uniforms shall be provided with those
uniforms by the County. If the County provides uniforms through a uniform
service (outside contractor), the County will cover the cost to clean the uniforms
on a schedule determined by the department. if the County purchases uniforms,
Association personnel are responsible to clean the uniforms. The County agrees
to meet and confer with the Association prior to implementing changes to the
County Uniform Policy.

B. Safety Footwear.

Where steei-toed or safety footwear is required for County duty, the County will
provide a footwear allowance of up to one hundred fifty doltars $150.00 every two
years based upon receipts or other documentation to reimburse the employee for
the difference in price between steel-toed equipped footwear and similar
acceptable footwear without steel toe protection. The two year period will be
calculated from the date the employee last received a footwear allowance of the
full $150 or received that amount cumuiatively; provided that the employee will
receive up to the full allowance at any time his/her steel-toed or safety footwear is
damaged so as to render the footwear unserviceable (excluding normal wear and
tear as determined by the Department Head) while the employee is performing
his/her duties, within twenty-four (24) hours notification to the employee’s
Department Head or Supervisor. The Department Head shall identify the
positions which are eligible for the allowance. Footwear purchased under this
section must comply with applicable safety standards established by the County or
with OSHA standards. An additional $50 per year for foul weather gear will be
provided to the designated employee classifications for the authorized gear listed
in the attached Appendix A.

C. Personal Property.
Upon approval of the employee’s supervisor or Department Head, the County will
reimburse an employee for the cost of repairing or replacing watches or
prescription eyeglasses/contact lenses that were damaged or stolen while the
employee is performing his/her duties, within twenty-four (24) hours notification to
the Department Head or supervisor as follows:
1. Waiches up to $50; and,
2. Prescription eyeglasses/contact lenses up to 50% of the repair or
replacement cost up to the maximum of $300. The County’s maximum share is
$150, but the County will pay the first $100 for repair or replacement.
3. Inthe case of watches and prescription eyeglasses/contact lenses that are
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lost or stolen, this benefit is limited to one time per year, and the year will be
calculated on a rolling basis.

4. The employee shall provide a receipt to the County (for damaged and stolen
property) and a copy of Police Report (for stolen property) prior to any
reimbursement under this section.

ARTICLE 24. TUITION REIMBURSEMENT

To encourage improvement of the County’s workforce, the County will reimburse
100% of the cost (e.g., registration, tuition, books, lab fees) for any educational
course or class an employee is directed in writing to attend by an employee’s
supervisor or Department Head. For any course requested by an employee and
approved in writing by an employee’s supervisor or Department head, tuition
reimbursement shall be in accordance with County policy. The County agrees to
meet and confer with the Association prior to implementing changes to the County
Tuition Reimbursement Policy.

ARTICLE 25. PEACEFUL PERFORMANCE

A. The parties to this Agreement recognize and acknowledge that the services
performed by the employees covered by this Agreement are essential to the public
health, safety and general welfare of the residents of the County of Douglas. The
Association agrees that under no circumstances will the Association recommend,
encourage, cause or permit its members to initiate, participate in, nor will any
member of the Association take part in any:

1. strike.

2. sit-down.

3. stay-in.

4. sick-out.

5. slow-down.

6. picketing in connection with a labor dispute (hereinafter collectively referred

to as a work-stoppage) in any office or department of the County.

7. curtail any work.

8. restrict any production.

9. interfere with any operation of the Employer.

B. In the event of any such work-stoppage by any member of the Association, the
Employer shall not be required to negotiate on the merits of any dispute which
may have given rise to such work-stoppage until said work-stoppage has ceased.

C. Inthe event of any work-stoppage during the term of this Agreement, whether by
the Association or by any member of the Association, the Association by its
officers, shall immediately declare in writing to the Employer’s Authorized Agent
that such work stoppage is in violation of this Agreement and unauthorized, and
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further direct its members in writing to cease the said conduct and resume work.
Copies of such written notice shall be served upon the Employer. In the event of
any work-stoppage, if the Association promptly and in good faith, performs the
obligations of this paragraph, and providing the Association had not otherwise
authorized, permitted or encouraged such work-stoppage, the Association shalil
not be liable for any damages caused by the violation of this provision. However,
the Employer shall have the right to discipline, to include discharge, any employee
who instigates, participates in or gives leadership to, any work-stoppage activity
herein prohibited, and the Employer shall have the right to seek full legal redress,
including damages, against any such employee.

The employer agrees not to lock out during the term of this Agreement.

ARTICLE 26. ENTIRE AGREEMENT, MODIFICATION AND WAIVER

A.

Itis intended that this Agreement sets forth the full and entire understanding of the
parties regarding the matters set forth herein and all other topics subject to
bargaining, and therefore any other prior or existing understanding or agreement
by the parties, whether formal or informal, written or unwritten, regarding such
matters are hereby superseded or terminated in their entirety.

Those topics in the County’s Personnel Code pertaining to members of this
Association which are not superseded hereby and which are specifically stated as
covered within the mandatory scope of bargaining as listed in NRS 288.150(2),
shall not be changed without prior discussion and negotiation with the Association.

It is agreed and understood that during the negotiations which culminated in this
Agreement, each party enjoyed and exercised without restraint, except as
provided by law, the right and opportunity to make demands and proposals or
counter proposals with respect to any matter subject to bargaining and that the
understandings and agreements arrived at after the exercise of that right are set
forth in this Agreement.

Except as required by this agreement and NRS 288, the parties agree that neither
party is required to negotiate any subject or matter.

Any agreement, alteration, understanding, waiver or modification of any of the
terms or provisions contained in this Agreement shall not be binding on the parties
unless made and signed in writing by all of the parties to this Agreement, and if
required, approved and implemented by the Board of Commissioners.

The waiver of any breach, term or condition of this Agreement by either party shall
not constitute a precedent in the future enforcement of all its terms and provisions.
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ARTICLE 27. DRUG TESTING

The County’s drug and alcoho! testing policy shall be in effect. The parties will
meet and confer if substantial changes regarding discipline are proposed by the
County. However, if state or federal law requires the County to make those
changes, the changes wili be implemented as required and within applicable time
frames. Nothing in this article shall preclude an employee or the Association from
appealing disciplinary action pursuant to Article 18.

ARTICLE 28. SAFETY COMMITTEE

The Douglas County Safety Committee is composed of employees from various
departments and functions as an advisory body and makes recommendations to
the Employer regarding the Douglas County Safety Program. The Association will
designate two individuals to sit on the Safety Committee and, once reviewed by
the County Manager, those individuals will serve on the committee.

ARTICLE 29. SAVINGS PROVISION

A. Should any provision of the Agreement be found to be in contradiction of any
Federal law or State law, by a court of competent jurisdiction, such particular
provision shall be null and void, but all other provisions of this Agreement shall
remain in full force and effect until otherwise canceled or amended. In the event
that any provision shall be held unlawful and unenforceable by a court of
competent jurisdiction, the parties agree to meet forthwith for the purpose of
negotiating such provision in an attempt to reach a valid agreement.

B. In the event that Section A above is affected if Chapter 288 of the Nevada
Revised Statutes is amended, the County and Association negotiating teams will
meet at the request of either party to discuss the impact of the change in Chapter
288 of the Nevada Revised Statutes on the current negotiated agreement.

C. The fiscal provisions of this Agreement shall be in effect from the first full pay
period after July 01, 2012, uniess otherwise stated in this agreement, through
June 30, 2015.

ARTICLE 30. SUNSET PROVISION

Upon expiration of this 2012-2015 Agreement, the 2009-2011 Agreement as of
June 30, 2011 will be reinstated until a successor agreement is reached.
Furthermore, the one-time 1% salary increase, effective the first full pay period
in January 2015, will remain in effect.

This Agreement shall remain in full force and effect during the negotiation. Unless
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otherwise noted herein, any changes caused by the approval of this Agreement
shall be prospective and implemented as of the first day of the payroll period
immediately succeeding July 01, 2012,

In recognition of the tentative agreement and recommendation of the above

wages, hours and other terms and conditions of employment to their respective
parties, the following negotiators have affixed their signature below.

FOR THE EMPLOYER: FOR THE ASSOCIATION:

‘\ﬁs@??(c‘/%‘-(

Doug Rifchie, Douglas County Chief Negotiator  Tom Bonaldson, DCEA Attorney——

R e

Robe e Bonner, Jr., Chairman Dominick Macalugb, President
Douglaé County Commissioners Douglas County Eniployees Association

Dated: __June 7, 2012 Dated: 35 -29-20/2
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EXHIBIT “A”

Authorized gear consists of insulated pants, jacket, gloves, boots and hat. The DCEA
positions that are eligible to receive the foul weather allowance are listed below:

Animal Services Officer

Equipment Technician/Master
Electrical Instrumentation Technician
Kennel Maintenance Assistant
Maintenance Technician I/11/1il
Maintenance Specialist I/1I/11l
Maintenance Assistant I/11/l

Park Ranger I/1l/1lI

Road Maintenance Operator/Senior
Signal Light Maintenance Technician
Telecommunications Technician
Utility System Technician l/II/lt
Utility System Technician Trainee

CERTIFIED COPY
The document to which this certificate Is attached is &
full, true and correct copy of the original on file and on
record in my offic

" nty o} Dougles.

Deputy
P
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2015 - 2017 Labor Agreement
between
Douglas County
and the

Douglas County Employees’Employees Association

ARTICLE 1. PARTIES

This labor agreement (“Agreement”) is entered into this 1st day of July, 26422015, by
and between the County of Douglas thereinafter—referred—to—as—(“County” or

“Employer,”) and the Douglas County Empleyees’Employees Association thereinafter
referredto-as—(“Association”).

o B AMDEEALL BERIMDING UROR L EE RARTIES EROME, TERM
OF AGREEMENT

A. The term of this Agreement will commence on July 84206421, 2015, and
end on June 30, 2017.

B. The parties mutually agree that Articles 8 (Salaries and Pay Practices)
and 9 (Medical and Dental Insurance) may be reopened for negotiation by either party
after January 1, 2016. All other terms of this Agreement shall remain in effect through
June 30, 2015-inclusive2017.

C. This Agreement will remain in full force and effect during any subsequent
labor negotiations between the Association and the County.
D. Notwithstanding any other provision of this Agreement and Article 2, after

June 30, 2017, no increase in salaries, wages, or other monetary benefits will occur or
be paid by the County until a successor labor agreement is executed by the Association
and the County. However, the County may elect to pay any increase in the employer’s
portion of the matching contribution rate required by the Public Employee’s Retirement
System of Nevada pursuant to NRS 286.450.

ARTICLE 23. AUTHORIZED AGENTS

For the purpose of the official notification to the Parties under this agreement, the
following agents have been designated:

A. Employer’s principal authorized agent shall be:
County Manager

Douglas County
County Administrative Offices
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Post Office Box 218
Minden, Nevada 89423

B. Association’s principal authorized agent shall be:

President

Douglas County Employees Association
Post Office Box 1265

Minden, Nevada 89423

ARTICLE 34. RECOGNITION

The Employer recognizes the Association as the sole and exclusive collective
bargaining agent for all employees of the Employer within those job classifications
covered by this Agreement, who are presently employed and subsequently hired by the
Employer. Temporary or seasonal employees or employees who regularly work less
than thirty hours per week are excluded from the bargaining unit. Except as provided in
and subject to the provisions of NRS 288, listed classifications shall not be added to,
changed to another unit, or deleted from this unit without prior written notification to and
discussion with the Association.

ARTICLE 45. DEFINITIONS

A.

Appointing Authority.
The Department Head, County Manager, or Board of County Commissioners
having full authority to hire an employee for the County.

Day.
Calendar day unless otherwise stated.

Year.
Calendar year unless otherwise stated.

Year of Service.

Twenty-six (26) complete payroll periods of continuous service with the
Employer. For the purpose of this provision, the following shall not be
considered as breaks in service:

1. Authorized Military Leave for active service, providing that the person is
reinstated within ninety (90) calendar days following honorable discharge from
military service.
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2. Authorized Military Leave for training duty not to exceed fifteen (15)
working days in any one calendar year.
3. Authorized leave with pay deemed to be beneficial to the public service.

4. Authorized leave without pay for thirty (30) working days or less in any
calendar year.

5. Authorized leave without pay for more than thirty (30) days deemed
beneficial to the public service by the Board of County Commissioners.

E. Regular Employee.
“Regular employee” means an employee who has been retained in his/her
position enat the completion of the_employee’s probationary period.

F. _Evaluation Due Date.
“Evaluation Due Date” means the first day of the pay period in which the
anniversary of the date the employee was hired or received a promotion,
whichever is later, occurs plus 14 Days.

ARTICLE 56. ASSOCIATION RIGHTS

A. Bulletin Boards.
The Employer will furnish bulletin board space where currently available. The
Association may provide additional bulletin boards for placement in areas where
employer-provided space is not available. Placement shall be decided by mutual
agreement. Bulletin boards shall only be used for the following notices:
1. Scheduled Association meetings, agenda, and minutes.
2. Information on Association elections and the results.
| 3. Information regarding Association social, recreational, and related news
bulletins.
| 4. Reports of official business of the Association, including reports of
committees or the Board of Directors.

Posted notices shall not be obscene, defamatory, or of a political nature, nor shall
they pertain to public issues which do not include the Employer or its relations with
its employees. All notices to be posted must be dated and signed by an
authorized representative of Association. Employer equipment, materials,
supplies, or interdepartmental mail systems shall not be used for the preparation,
reproduction, or distribution of notices except as specifically allowed below, nor
shall such notices be prepared by employees during their regular work time.

B. Use of Employer Facilities.
Meeting room facilities of the Employer may be made available upon timely
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application for use by employees and the Association.

C. Interdepartmental Mail System.
Employer agrees to allow the Association limited lawful use of the Employer’s
interdepartmental mail system and County email system. Such use shall not
include materials unsuitable for posting under Section A above. All use of the
County email system is subject to the County internet and email policy, including
the provision that no reasonable expectation of privacy for messages placed in the
system exists and the Nevada public records law.

D. Use of Employer Copying Machines.
Employer agrees the Association may use copying machines providing the
following conditions are met:

1. Association will reimburse Employer for cost of usage.

2. All copying will be done off Employee shift time.

3. No Association use of copying facilities shall interfere with use of such
facilities for Employer business.

E. Association Representatives.
The Employer recognizes and agrees to meet with representatives of the
Association on matters covered by this Agreement.

1. Selection. Selection of Association representatives is the responsibility of

Association provided, however, that the total number of Association
representatives shall not exceed fifteen (15) officers and stewards.

2. List of Representatives. Association shall provide the Employer with a list of
Association representatives and shall advise the Employer, in writing, of any
changes as soon as practicable.

3. Paid Release Time. Paid Release timeTime for an employee Association

representative shall be limited to:

a. attendance by the Association president or a designee at County
Commission meetings which have a direct impact upon Association (upon
posting, a copy of the Commission’s agenda will be provided to BGEA’s
Presidentthe Association’s president);
b. meetings with County management upon the request of either party;
c. attending meetings with management as a representative in the
grievance or disciplinary procedures;
d. attending monthly or special meetings of the Association; and
€. no more than one representative from any division at any given point in
time.

4.  Authorization Required to Leave Work Site. Prior authorization from his/her

20122015 - 2017 Douglas County famployees Limplovees Association Labor Agreement 4




supervisor shall be received by the Association Representative before leaving
his/her work site. Approval of request for authorized released time under this
Article shall not be unreasonably withheld.

5. Non-Employee Representatives. Representatives or attorneys of the
Association er-atterneys-who are not County employees, shall have reasonable
access to the Employer'sCounty’s facilities to participate in any meetings or
hearings relating to grievances, arbitration, disciplinary matters, meetings with
management relating to Association business, or for Association meetings or
activities_if accompanied by an Association Representative.

6. Bargaining Team. The size of the respective bargaining teams may be no
more than five people and a chief negotiator. The Association may not have more
than one team member from any single division unless the parties specifically
agree-.in writing to waive this requirement. Employee members of the Association
Bargaining Team shall be compensated for their timeauthorized Paid Release
Time in negotiation meetings with the County in accordance with Article 6 of this
Agreement. In addition, either party may, with prior notice, bring an additional
member with special skills or information to a negotiation session.

7. County Reimbursement. The County will create a new Paid Release Time
form for Association Representatives to account for any Paid Release Time
utilized by an Association Representative to perform duties for, or providing
services to, the Association (“Association Business”).

a. A completed Paid Release Time form must be submitted with the
employee’s time sheet for any Association Business. The Association agrees to
reimburse the County for any compensation paid to an Association Representative
for Association Business, and who received Paid Release Time, during the prior
quarter.

b. Atthe end of each quarter, the County agrees to provide a summary of all
Association Business reported on the Paid Release Time forms to the Association
and the Association promises and agrees to pay the required reimbursement
amount within 30 days of receiving the summary from the County.

c. Instead of making a payment to the County, the Association may request
that the County deduct the amount due to the County from a credit of $23,124
granted to the Association by the County for the period of July 1, 2015, through
June 30, 2017.

d. The $23,124 credit is the value of the Association agreeing to forego the
accrual of one day of annual leave for represented employees with less than five
years of continuous services with the County.

F. Dues Deductions.
The parties agree that the Employer will provide deduction to the Association
on the following terms:
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1. Authorization. The Employer shall deduct dues from the salaries of
Association members and remit the total deductions to the designated Association
officer(s) on at least a monthly basis. However, no deductions shall be made
except in accordance with a deduction authorization form individually and
voluntarily executed by the employee for whom the deduction is made. The
deduction authorization form shall specify any Association restrictions that require
the employee to remain a member beyond the end of the calendar month if the
employee’s action is to terminate such status.

2. Amount of Dues. The Association shall certify to the Employer in writing the
current rate of membership dues. The Association will notify the Employer of any
change in the rate of membership dues at least sixty (60) days prior to the
effective date of such change.

3. Indemnification. The Association shall indemnify and hold the Employer
harmless against any and all claims, demands, suits and all other forms of liability
which shall arise out of or by reason of action taken or not taken by the Employer
at the request of the Association under the provisions of Section F of this Article or
through the proper execution of this Section of the contract.

G. Bargaining Unit Information.
Newly hired bargaining unit employees will be provided with a copy of this
Agreement and will sign a document acknowledging receipt. The receipt
document will contain the employee’s name and assigned department. On the
last Friday of each month, the Employer will provide the Association with
information on all bargaining unit eligible employees, to include: the employee’s
name, date of hire, classification, and department. The Employer will also provide
copies of all receipt document executed during the preceding month. If the
Association wants such information on a less frequent basis, it will notify the
County in January of the relevant year. This information will be provided in a
written and/or available electronic format (e.g., Excel) at the Association’s request.

ARTICLE 67. EMPLOYER RIGHTS AND RESPONSIBILITIES

The Employer retains, solely and exclusively, all the rights, powers and authority
exercised or held prior to the execution of this Agreement, except as expressly limited
by a specific provision of this Agreement or NRS 288.150(3). Without limiting the
generality of the foregoing, the rights, powers, and authority retained solely and
exclusively by the Employer and not abridged here include, but are not limited to, the
following:

1. To manage and direct its business and personnel.
| 2.  To manage, control, and determine the mission of its departments,
building facilities, and operations.
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| 3. To create, change, combine or abolish jobs, departments and facilities in
whole or in part.

| 4. To direct the work force; to increase or decrease the work force and
determine the number of employees needed.

| 5. To hire, transfer (except for disciplinary purposes), promote, and maintain
the discipline and efficiency of its employees.

| 6. To establish work standards, schedules of operation and reasonable work
load, subject to safety considerations.

7. To specify or assign work requirements and require overtime subject to
safety considerations.
8. To schedule working hours and shifts.
9. To adopt rules of conduct.
10. To determine the type and scope of work to be performed by its
employees and the services to be provided.
11. To classify positions.
12. To establish initial salaries of new classifications.
| 13. To determine the methods, processes, means, and places of providing
services.
14. To take whatever action to adjust to changing legal requirements.
| 15. To take whatever action necessary to prepare for and operate in an
emergency.

| ARTICLE 78. SALARIES AND PAY PRACTICES

A. Salaries and Pay for Performance.

1. The County established and proposed new pay ranges for all County
employees effective July 1, 2015. The Association agreed to the full
implementation of the new pay ranges for all of the employees covered by this
Agreement effective July 1, 2105. A current summary of the new pay ranges is
attached as Appendix “A” to this Agreement.

2. The purpose of the Pay for Performance plan is to recognize and reward
employees who demonstrate motivation, performance above the standard
scope of work, and efficiency, skill and initiative in their work, while also
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appropriately ranking employees who perform at or below the established level
of performance for a particular position.

3. Employees will receive annual performance reviews: on their Evaluation
Due Date. The range for merit increases will be on a 0-6% scale and the
Ceuntyany merit increase will ret-conductannual-salary-surveys-througheutbe
applied to the employee’s base pay on the ffefirst day of the pay period in
which the anniversary of the date the employee was hired or received a
promotion, whichever is later, occurs.

4. The maximum merit increase an employee may receive during the term of
this agreementAgreement is 4% (i.e., a merit score equivalent to a 4%, 5% or
6% increase will result in a 4% increase to the employee’s wage).

5. Before any merit increase is applied to an employee’s wage, the amount of
any wage increase the employee received due to the implementation of the
new pay ranges indicated in Appendix “A” will be deducted from the merit
increase.

For example, if an employee’s hourly wage is $20.00 per hour and the
employee’s wage is increased to $20.20 due to the implementation of the new
pay range, a subseguent merit increase of 4% would result in a net wage
increase of $0.81 and a new wage of $20.81 ($20.20 x 4% merit increase =
$21.01 - $0.20 prior pay range adjustment = $20.81 new hourly wage).

6. Employees who receive a performance rating of 5% or 6%, and who are at
the top of their pay range or would exceed the top of their pay range after
receiving the Pay for Performance (merit) increase, will be eligible for a lump
sum payment of 0.5% or 1%, respectively, of their base pay-_(“Top Out Pay”).
The lump sum payment and salary (merit) increase must not exceed the
amount the Pay for Performance increase would have provided if the employee
were not at the top of the range.

7. No merit increases or Top Out Pay will be awarded or paid after
June 30, 2016.

8. Effective the first full pay period in July 20432016, all employees covered by
this ccroomondlbrmenboconloprnclondion o 00 Sifoothee the el ]
sorroereddn oo D0 all o oiovimes coviorad b iinie
ag;eememAgreemen t will recelve a—saJaFy—Feste;ahen—eM—S%—Eﬁeeh%—the

increase of 1 %5% in the|r base pay durlnq the first full perlod in wh|ch thelr
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Evaluation Due Date occurs.

9. Any wage adjustments, wage increases, or satary-restorationsthe award of

merit increases will not change the minimum or maximum amount of a job
classification’s salary range—Salary as adopted by the parties and detailed in
Appendix “A.” Wage adjustments, wage increases, and salary-restorationsthe
award of merit increases may not exceed the top of the eurrentemployee’s
salary range.—Any-employee

10. The County agrees to maintain the 1.125% Cost of Living Adjustment

previously granted to represented employees associated with the increase in
each employee’s contribution to the Public Employee’s Retirement System of
Nevada.

. Based on current budget constraints, the County and Association mutually

gre e that e herrestmemeithe ool enc e dhe r o dinslmenieea e
willreceive-alump-sum-paymentArticle 8 may be reopened for the-balance-of
any-salary-adjustmentnegotiation by either party between January 1, 2016, and
May 31, 2016.

Standby Pay.
1. Standby duty is defined as that circumstance which requires the employee
S0 assigned to:
a. Be ready to respond in a reasonable time to calls for his/her service;
b. Be readily available at all hours by telephone, or other communication
devices; and
c. Refrain from activities which might impair his/her performance of
assigned duties upon call.
2. Standby duty shall be assigned in writing.
3. An employee shall not receive standby pay for hours actually worked or
for hours reimbursed by a call-back minimum.
4.  Standby pay—cHestvethefist oo seradtellovineratiiieaticnotihic
agreement-willbe is $3.00 per hour.

Working Above Classification.
1. Except for training purposes, when an employee is temporarily assigned, in
writing-en-a-tempeorary-basis, to perform the full range of duties of a higher job

classification for more than ter{38jone full consecutive werking-dayspay period,
the employee shall receive threefive percent (35%) above histherthe employee’s
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normal base hourly pay for all non-supervisory hours worked retroactivelyin the
higher job classification, retroactive to the beginning-ofthe-qualifying-assignment:
Fempeorary-assignmentstoafirst day such duties were fully assumed.

2. Except for training purposes, when an employee is temporarily assigned, in
writing, to perform the full range of duties of a designated supervisory position
meeting—al-ot-theabeovereguirementsfor more than one full consecutive pay
period, the employee shall receive a-six10 percent (6%)-increase—forali10%)

above the employee’s normal base hourly pay for all supervisory hours worked
continvously-after, retroactive to the first day such duties were fully assumed.
3.qualifying—period- When sueh—ana temporary assignment is made, the
employee’s supervisor shalwill confirm the dates and length of the temporary
assignment to the employee in writing.

D. Merit and Pay for Performance Increases.

An employee who has received a Pay for Performance evaluation that has a
decrease of two or more levels from the previous Pay for Performance evaluation
and contends that the evaluation does not contain adequate written information to
support the decrease, or that the employee did not receive notice during the
evaluation period that the employee was not performing at an expected level, may
request a review of the evaluation. The employee must submit a request for
review to the Human Resources Manager within fourteen (14) days of receiving
the evaluation. The employee must provide written information supporting the
employee’s position with the request for review. The department head, elected
official, and the Human Resources Manager and County Manager will review the
evaluation, the information provided by the employee, and any additional
information provided by the evaluating supervisor. The employee’s information
must show that the evaluation rating was baseless or without supporting evidence.
A nonbinding recommendation will be made to the evaluating supervisor which
may include recommending no change, an increase, or a decrease in the Pay for
Performance level. This process will also be used if a department head or elected
official completes the evaluation.

E. Outstanding Performance Pay.
The Employer agrees that employees covered under this agreement are eligible
for the employee recognitionRecognition of Excellence program under Douglas
County Administrative Policy and Procedure_Number 200.16.

F. Communications Trainer.
The hiring Department may designate qualified individuals as Communications
Trainer (CT). Upon assignment to train an individual or group, the CT will receive
$3.00 for each hour actually spent in one of those capacities. The Department
Head or his/her designee shall have full discretion to make such assignment or
remove someone from such assignment. Removal from such assignment in and
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of itself shall not be considered a disciplinary action.

Shift Differential.

For actually working any assigned shift in a department having a 24-hour
operation at least half of which includes the hours between 11:00 p.m. and 7:00
a.m., an eligible unit employee will receive an additional $1.38 per hour for each
hour actually worked between the hours of 11:00 p.m. and 7:00 a.m. as shift
differential pay. To qualify, the employee must work at least one-half of the
qualifying shift or the employee must work the shift immediately preceding or
following the qualifying shift. The Department Head shall have full discretion to
make or not make such assignment or to remove an employee from such
assignment.

. Electrical Instrumentation Standby Pay.

1. Any Public Works Department employee that is designated by the County, in

its sole discretion, as a certified electrical instrumentation worker will receive
a $6.000 lump sum payment in the first full pay period in January and July for
electrical instrumentation standby provided to the County for the preceding
six-month period (a total of $12,000 annually). Any designated employee
covered by this provision is not eligible for additional standby pay.

2. To receive Electrical Instrumentation Standby pay, the employee must be

ready to respond in a reasonable amount of time to calls for the employee’s
service, be readily available at all hours by telephone or other communication
device, and refrain from activities that might impair the employee’s ability to
perform the electrical instrumentation duties that may be needed.

ARTICLE 89. MEDICAL AND DENTAL INSURANCE

A.

Cafeteria Plan.

1. The County will continue to maintain a cafeteria benefit package. A cafeteria
plan recognizes that staff has diverse needs, and will allow employees to choose
benefits based on their individual needs.

2.  The County will provide eligible employees with core medical, dental, vision
and individual life insurance coverage, and a specific dollar amount, which will
vary dependent upon whether the employee has individual coverage or dependent
coverage.

3. Employees may use remaining funds or salary deductions toward benefits on
the cafeteria menu.

4. The core medical package may be optional for employees that can provide
acceptable proof of similar coverage through another source. Approval for waiver
of a core medical package shall be at the County’s sole discretion. If an employee
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waives the core package, the employee shall receive a fixed dollar amount per
month in lieu of coverage, which they may use for items on the cafeteria menu
after purchase of mandatory dental/vision/life insurance coverage.

B. Contribution Toward Health Benefit Package.
A traditional medical plan and, if available, a High Deductible Plan will be offered
to employees. One of these must be purchased unless waived pursuant to A(4)
above. If waived, the employee will receive the monthly contribution set forthin C
below. If the lowest cost employee-only core medical/RX plan exceeds
$6142.42/668.35 per month, the County will provide the employee additional funds
to cover the employee-only premium cost for that plan.

Effective January 1, 20122015:
i Modical Pl I

1.  Monthly HMO Contribution

Employee Only: $515.00
— et sl e S0 Sabenead .00/menth

EmployeeOnly:
—PPO Enhanced Employee Only - $591.37/month

Employee Plus One-or-Meore-Dependents:
—HMO-{beth-plans)-and-PPO-(beth-plansChild(ren): $826.31/month

Employee Plus Family: $858.74

B
2. Monthly PPO Contribution

Employee Only:{beth-plans) $668.75 (100% of Premium)
Employee Plus Child(ren): $826.31

Employee Plus Family: $858.74/month

2

Ioo

High Deductible Plan (if available)
High Deductible Plan (Core_and Enhanced)
Employee Only: $440535/month + $327.36 per

Year Annual Account
Contribution
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Employee Plus Spouse: $550758.33/month + $154.48 per
Year Annual Account
Contribution

Employee Plus Child(ren): $550758.33/month + $398.44 per
Year Annual Account
Contribution

Employee Plus Family: $550/month+3$0-perYear
: ; Sontributi
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High Deductible_Plan (E )

Employee Onlyr————————— $410/month+$0-per Year
A A Contribuli
EmployeePlusSpouse:———————————— $550758.33/month + $0 per Year
Annual Account Contribution
i A Sontribut
i A Sontribut

——3—4. Premium Increase or Decrease.
—Under the High Deductible Medical

Plan option, any increase in premium costs over the life of this contract will be
deducted from the ArrualHSA Account Contribution amount and applied to the
increased coverage expense.

5. The HSA Account Contribution from the County is made to an individual
employee’s Health Savings Account. In the event the entire HSA Account
Contribution has been used to cover premiums, the employee is solely liable for
any excess premiums above the County’s ArrualHSA Account Contribution via
automatic payroll deduction.

6. Probationary Employee Contribution Distribution. The first contribution from
the County will be distributed on a prorated amount during the first full pay period
after the probationary employee becomes eligible for benefits. The following
contributions will continue on the regularly scheduled monthly distribution of
$535.00 per month for employee only coverage, $758.33 per month for
dependent coverage, and $758.33 for family coverage.
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C. Monthly Contribution in Lieu of Core Medical Package.
The monthly contribution in lieu of core medical package is $350. Core dental,
vision and life insurance must be purchased with the monthly contribution.

D. County Benefits Committee.
Two representatives from DCEAthe Association will serve as members of the
County Benefits Committee- (“Benefits Committee”) until such time as the Benefits
Committee adopts bylaws establishing the composition and voting rights of the
Benefits Committee.
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ARTICLE 910. HOURS

A.

Work Hours.

Except in emergencies, the work week of full-time unit employees shall normally
consist of five (5) days of eight (8) hours each, exclusive of a lunch hour. Each
employee shall be assigned regular starting and quitting times, which shall not be
changed without five calendar daysdays’ prior notice unless mutually agreed upon
by employee and supervisor. Alternate work schedules may be adopted by
individual Department Heads with approval of the County Manager after prior
discussion with the Association, if requested. For purposes of safety, an
employee working overtime may be allowed to adjust their work schedule for the
remainder of any scheduled shift.

Rest Periods.

Except in emergencies, employees shall be granted a fifteen (15) minute rest
period during each half work shift of four hours or longer. Such breaks shall not
be taken within one (1) hour of the employee’s starting time, quitting time, or meal
break and shall not be accumulated or used to supplement meal breaks, arrive at
work late or leave work early. Such rest periods shall be taken without loss of pay
and the employee shall not be required to make up such time. Employees are
required to take a minimum 30 minute unpaid meal break exclusive of the
scheduled eight hour work period.

Call Back Defined.

Callback means compensation earned for returning to duty after an employee has
completed a regular shift, if off duty for any period of time, and is requested to
return to duty at a work site with less than twelve (12) heurshours’ notice. Nothing
in subparagraph D below alters the County’s obligations pursuant to this
subparagraph.

PERS Reporting.
Call Back pay will be reported to PERSthe Public Employees Retirement System
(“PERS”) in accordance with the Official Policies of PERS.

Call Back Minimum.

When it is necessary to call-back any employee, the employee shall be paid on an
overtime basis for a minimum of two (2) hours, even if the employee actually
worked less than two (2) hours. If a call-back exceeds two (2) hours, the
employee shall be paid for the time actually worked. It is further presumed that
there will be no overlapping of premiums in that if an employee works less than
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two (2) hours on the initial call-back and then is called back on a second time
during the initial two hour period, he/she will not be entitled to additional overtime
pay unless the total time worked for both call-backs exceeds two (2) hours. In
such cases, the employee shall be paid for the total hours worked. Nothing in
subparagraph D above alters the County’s obligations pursuant to this
subparagraph.

ARTICLE 1011.  OVERTIME

A.

Defined.

Overtime is that time actually worked as authorized and directed by management
which exceeds forty (40) hours in the work week. For purposes of this Article,
Holidays, Annual Leave (excepting Personal Days), and Compensatory Time Off
(CTO) taken by an employee shall be considered as time actually worked.

Overtime Compensation.

Employees who have worked overtime during a pay period shall receive
compensation at the rate of one and one-half (1%2) times the normal base hourly
rate (or hours worked if CTO).

Budgetary Constraints.

Nothing in this Article shall prohibit or limit a department’s ability to schedule or
reschedule an employee’s work hours in order to operate within the confines of
budgetary constraints. No change shall be made for the sole reason of avoiding
the County’s obligations under the Fair Labor Standards Act.

Compliance with FLSA.

For such time as the FLSA (Fair Labor Standards Act) applies to members of this
unit, management may take such action as necessary in order to fully comply with
the law and any implementing regulations. However, in taking this action, the
Association will be given timely notice of the proposed changes and consulted
regarding the changes. Such compliance may be accomplished without further
negotiations with the Association.

| — = Cemppensaider L. Compensatory Time Off (CTO).

1. Accumulation. In lieu of overtime pay, and if offered by management, an
employee may elect to receive compensating time off (CTO) at the rate of time
and one-half for such overtime hours worked. A maximum of one hundred twenty
(120) hours may be banked at any one time.

2. Use of CTO. An employee may use CTO by requesting such time off and
having it approved in advance. A supervisor may require an employee to utilize
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any CTO bank before granting the use of annual leave.
3. Pay off of CTO Bank. The County may pay off all or part of an employee’s
CTO bank at any time at the employee’s current straight time rate of pay.
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ARTICLE 1412. LEGAL HOLIDAYS

A.

Defined.
The following are paid holidays for County employees:

New Year’s Day (January 1)

Martin Luther King’s observed birthday (the third Monday in January)
President’s observed birthdays (the third Monday in February)
Memorial Day (the last Monday in May)

Independence Day (July 4)

Labor Day (the first Monday in September)

Nevada Day (the last Friday in October)

Veteran’s Day (November 11)

. Thanksgiving Day (the fourth Thursday in November)

0. Family Day (the Friday following the fourth Thursday in November)
1. Christmas Day (December 25)

ToooNoaROD S

In addition to the above paid holidays, any other day is a paid holiday if
designated by the President of the United States, the Governor of Nevada or the
Board of County Commissioners.

Employees working a Monday through Friday schedule will observe New Year’s
Day, Independence Day, Veteran’s Day, and Christmas Day on the Friday
preceding the holiday whenever the holiday occurs on a Saturday or on Monday
following the holiday whenever the holiday occurs on a Sunday.

Employees who work day, swing, or graveyard shifts in seven-day a week, twenty-
four (24) hours per day departments will observe all holidays on the date of the
actual holiday.

Holiday on Leave.
If a holiday falls during an employee’s leave, it will not be charged as leave.

Holiday on Scheduled Day Off.

Should a holiday fall on an employee’s regularly scheduled day off, at the
appointing authority’s discretion, the employee will be compensated either by
receiving 1) an additional maximum of eight (8) hours pay at their straight time rate
(payment of these hours will not be defined or recognized as hours worked); or 2)
an additional day off with pay during the week of the holiday. Holiday pay will be
prorated for part-time employees. In work weeks containing a holiday, employees
scheduled to work four day ten-hour shifts per work week or other scheduled shifts
will only receive eight hours of holiday pay. Work schedules will be modified by
mutual agreement with the employee and Department Heads or Elected Official to
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allow for completion of a forty-hour work week.

D. Pay for Either Holiday Worked or Holiday Observed.
Should an employee be required to work on a holiday, the employee will receive
eight (8) hours of holiday pay and one and a half times the employee’s regular
rate of pay for actual hours worked. An employee that does not work on a holiday
will receive holiday pay for one eight-hour paid holiday (or a part time equivalent
consistent with paragraph C above) at the employee’s regular rate of pay.

ARTICLE 1213. ANNUAL LEAVE

A. Accrual.
All Association employees who are employed on a continuous full-time basis shall
| accrue annual leave credits on the basis of the appropriate-schedule below. Part-
time employees (30 hours - 39 hours per week) shall earn annual leave on a
prorated basis based on the number of hours worked in the pay period.

Only regular hours paid shall affect annual leave accrual.

CONTINUOUS SERVICE HOURS EARNED/ MAXIMUM HOURS/YEAR

HOURS PAID
1*'Hiring date through 4™ years ~ .0385— 800539 112
5" through 9" years 0654— 1360750 156
10" through 14" years 0769 1600813 169
15" yearthrough 19" years .0860 179
20" years and after .0848 1760962 200

B. Accrual During Probation.
Each employee shall accrue annual leave during his/her probationary period, but
| shall not be granted annual leave during saidthe probationary period until the
employee has been employed continuously for at least six (6) months.

C. Payment on Separation.
Employees who have completed at least six (6) months of continuous service and
leave the County service; shall be paid for any accrued annual leave_upon their
separation of employment.

D. Payment on Death.
If an employee dies who was entitled to accumulated annual leave under the
provisions of this Article, the heirs of such deceased employee shall be paid an
amount of money equal to the number of hours of annual leave earned or accrued
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multiplied by the hourly rate of such deceased employee.

E. Carry-over of Annual Leave to Following Year.
The maximum amount of annual leave that may be accrued in a calendar year is
two hundred ferty-{240eighty (280) hours. All annual leave not taken in excess of
two hundred ferty{240eighty (280) hours will be forfeited at the end of the last
biweekly pay period of the calendar year.

A ninety (90) day extension of up to an additional eighty (80) hours maximum may
only be granted by the County Manager in the event the employee was unable to
utilize his/her hours due to management requirements. Management has the
discretion to schedule the employee’s time off during the extension. If, after an
extension has been granted, an employee is unable to schedule these hours
during the 90-day period due to management requirements, he/she may request
payment of the additional hours.
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| ARTICLE 1314. SICK LEAVE

A.

Entitlement.

All yrit-employees who are employed on a continuous, full-time basis shall be
credited with sick leave according to the schedule below. All-urit employees who
are employed on a continuous part-time basis shall be credited with sick leave
according to the schedule in subparagraph B below on a prorated basis.

. Sick Leave Accrual. e aimnale ool

1. Employees that are employed on a continuous full-time schedule, shall
accrue sick leave at an annual rate of 88 hours.

2. Part-time employees working 21 hours a week or more shall earn sick
leave hours at a pro-rated amount based on the number of hours
worked. By way of example, an employee who works thirty (30) hours
per week on a continuous basis shall be credited with sick leave at a
rate equivalent to seventy--five percent (75%) of the rate at which a
full-time employees-areemployee is credited with sick leave.

3. Employees working less than 20 hours per week, and staff hired on an
intermittent, seasonal, temporary or emergency basis do not accrue

sick leave hours.

Employee
may accrue SICk Ieave ma%beeredﬁedrhours to anempleye&a maximum total

accumulation of 720 hours. Employees who have 720 hours of sick leave accrued
as of January 1 of each calendar year will accrue an additional 8688 hours during
the calendar year, which may be used when accrued during the calendar year.
Any efthe-80-hours-unused hours will be ferfeitedremoved as of December 31 of
the calendar year.

Authorization of Usage.

Employees are entitled to use sick leave only if theythe employee or a member of
their family-membersimmediate Family are incapacitated due to sickness, injury or
when receiving necessary medical or dental treatment, or in the event of an
illness, or death in the immediate family. Sick leave used for bereavement
shallmust not exceed thirty-two (32) hours per incident, except as approved in
advance by the County Manager or appropriate elected official. Other types of
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leave for bereavement may also be approved in advance by the County Manager
or the appropriate elected official. Such use for bereavement is limited to relatives
listed-in-the-sectionmembers of the Immediate Family as defined below. Sick
leave may be used by the employee for medical or dental preventive care
appointments or emergencies of the employee or famiy—members_of the
employee’s Immediate Family.

1. Family Defined. ‘Immediate familyFamily” is defined as an employee’s
spouse under a valid marriage pursuant to NRS 122.010 or ana registered
domestic partner as defined in NRS 122A.030 and the employee’s-spouse’s
parents, legal guardian, children, stepchildren or foster children, brothers, sisters,
grandparents, or grandchildren. The term “Immediate Family” also includes an
employee’s spouse’s (or registered domestic partner’s) parents, legal guardian,
brothers, sisters, grandparents, or grandchildren. In the case of any other relative
of the employee, the applicable appointing authority may authorize such sick leave
and shal-semust notify the Human Resources Manager in writing—_of the
approval.

2.  Evidence of Authorized Usage. The appointing authority shall approve sick
leave only after having ascertained that the absence was for an authorized
reason, and the employee may be required to provide substantiating evidence.

E. Certificate of lliness.

Physician certificates or an examination by a physician selected and paid for by
the County may be required by the employer when there is an absence from work
in excess of five (5) consecutive days or whenever there is reason to believe that
sick leave is being abused or the absence is questionable. In the event of family
medical leave, the employee will complete the appropriate authorization forms
supplied by Human Resources in accordance with County policy. If an employee
becomes ill or injured during a vacation request of three (3) or more consecutive
workdays, the time will be recorded as sick leave only if substantiated by a
physician’s written certification.

F. Reporting Requirements.

Except in an emergency wherein an employee is incapacitated, employees are
expected to report any absence from work and the reason therefore to his/her
supervisor within 30 minutes prior to the time the employee’s normal work shift
commences. Failure to report, may cause the absence to be deemed unexcused,
unpaid, or subject to discipline. If the employee’s supervisor is unavailable, the
employee should notify his/her respective department regarding the absence. If
nobody in the department answers the telephone, the employee may leave a
message.

G. Family Medical Leave Act.
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Family medical leave for employees shall be governed by the provisions of the
Federal Family Medical Leave Act (“FMLA”). Nothing in this section is intended to
extend to County employees any rights or benefits not extended in that law.
General conditions are as follows:

1. Employees who have one year (52 weeks) of service, and have worked at
least 1,250 hours in the past year, are eligible to take up to 12 weeks leave during
a 12-month period as defined in County policy for family or medical leave pursuant
to the FMLA. Family members are those persons who are so defined in the
FMLA. Each time an employee takes FMLA leave, the County will compute the
amount of such leave the employee has taken under the FMLA policy and deduct
it from the 12 work-weeks of available leave.

2. The employee must provide reasonable advance notice if the need for the
leave is foreseeable. The Department Head shall not deny leave to any eligible
employee who requests family or medical leave pursuant to the provisions of the
FMLA. The employee has the right to reinstatement to the same or a comparable
position unless the employee is exempted from such right under the provisions of
the FMLA.

3. The employee shall exhaust accrued sick leave and all accrued vacation
| leave up to a balance of 80 hours when on an FMLA leave.

4. The County shall maintain coverage under any group health plan for the
duration of the leave at the level and under conditions that would have been
provided had the employee been working. An employee on leave without pay will
be expected to make prompt monthly payments to the County for dependent
coverage and elected benefits per county policy, and the failure of the employee
to make the payment shall result in cancellation of the coverage. While on paid
leave, the County will continue to make payroll deductions to collect the
employee’s regular share of any premiums. While on unpaid leave, the employee
must continue to make this payment, either in person or by mail. The County shall
only maintain such group health plan coverage for such employee for up to 12
weeks as stated in County policy.

H. Sick Leave Payoff.

Employees with 10 years of service will be compensated at the rate of 40% of the
normal hourly rate for all hours of accrued sick leave upon termination from the
employment of the County. An additional 1% in compensation shall be paid upon
termination of employment for each year of service over ten years to a maximum
of 50%. No employee shall be entitled to receive the compensation provided for
by this section for accrued sick leave until he/she has served a minimum of ten
years in County employment.
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At the employee’s option, instead of being compensated for sick leave the County,
with approval of PERS, will convert compensable sick leave to PERS retirement
credits.

I.  Catastrophic Leave.
a. Employees will be allowed to voluntarily transfer up to a maximum of eighty
(80) hours of their accumulated CTO and/or annual leave during any calendar
year to another employee who has less than eighty (80) hours of combined sick
leave, annual leave, and CTO, but who is otherwise eligible to take paid sick time.
An

b. Any donation of an employee’s denation-ef-annual leave or CTO will be in four
{4one (1) hour increments. Donated annual leave or CTO will be logged to the
account of the beneficiary employee in the order in which it is donated and will be
converted to a dollar amount at the hourly rate of the donor employee. In the
event the beneficiary employee no longer requires the use of any donated annual
leave or CTO, the remaining donated annual leave and/or CTO will be returned to
the donors from whom it was received. The maximum number of hours that may
be transferred to a beneficiary employee pursuant to this Article is four hundred
eighty (480) hours in any calendar year.

c. Employees covered by this Agreement who require additional sick leave time
due to an FMLA-qualified catastrophic iliness or injury may request additional sick
leave time through notification to the Association executive board. All donations to
the requesting employee will only be donated from the donor’s annual leave or
CTO banks in one-hour increments and will be converted to a dollar amount at the
hourly rate of the donor employee. The dollar amount of the donated time will
then be recalculated based on the requesting employee’s base rate of pay in order
to determine the number of hours the donor’s time represents to the requesting
employee. Any unused donated time will be returned to all donors on a prorated
basis after being recalculated.

d. No employee will receive more than 480 cumulative, donated hours in a
calendar year. The Association executive board is allowed to post an email on the
County’s email system to all employees requesting donations of annual leave or
CTO on behalf of an employee.

e. The Association will submit the email to the County’s Human Resources
Department for its review and approval at least three (3) work days prior to being
released to County employees.
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J. Sick Leave Incentive Program.

Unit employees shall have the option to participate in the County’s annual sick
leave incentive program. Full-time employees utilizing less than forty (40) hours of
sick leave during a calendar year will have eight (8) hours of paid time off credited
to their annual leave accrual. Part-time employees who utilize less hours of sick
leave during a calendar year than the number of hours they are regularly
scheduled to work per week will have paid time off credited to their annual leave
accrual on a pro-rata basis. By way of example, a unit employee regularly
scheduled to work thirty hours per week who uses less than thirty hours of sick
leave during a calendar year will have six hours of paid time off credited to annual
leave accrual. Incentive program hours must be utilized within 12 months of
receipt and are not subject to pay out upon separation of employment.

ARTICLE 1415. INJURY ON DUTY LEAVE

A. Injury on Duty.

Any Association employee who suffers an injury while working during the course
of employment for the Employer shall be entitled to injury leave until said
employee is able to return to work or is terminated in any manner and subject to
any limitations imposed by this Article or State Law. Injury means a sudden and
tangible happening of a traumatic nature, producing an immediate or prompt result
and resulting from external force, including injuries to artificial members. Any
injury sustained by the employee while engaging in an athletic or social event
sponsored by the Employer shall be deemed not to have arisen out of or in the
course of employment unless the employee received compensation for hours
worked from the County for participating in such event. For purposes of this
Article, coronary thrombosis, coronary occlusion, or any other ailment or disorder
of the heart, and any death or disability ensuing therefrom, shall not be deemed to
be an injury by accident sustained arising out of and in the course of the
employment. When an employee is eligible at the same time for benefits under
applicable workers’ compensation chapters of the Nevada Revised Statutes and
for sick leave or injury leave benefit, the amount of sick leave or injury leave
benefit paid to said employee shall not exceed the difference between their
normal salary and the amount of any benefit received, exclusive of payment of
medical or hospital expenses applicable requirements of the Nevada Revised
Statutes for that pay period. Any usage of such leave shall be deducted from the
employee’s sick leave balance.

B. Injury Leave.
For employees injured on duty and accepted for worker’'s compensation benefits
which exceed 40 regularly scheduled hours the County will cover the remainder of
all required leave to supplement worker’s compensation benefits at its expense for
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up to 90 calendar days. During the 90 calendar days no employee leave
deduction (sick, annual, or CTO) will be used to supplement worker’s
compensation benefits. After 90 calendar days the employee will use accrued
leave to supplement worker’'s compensation benefits. The employee must follow
all prescribed written safety policies and procedures to qualify for injury leave
(e.g., wearing full protective clothing and equipment when necessary, using tools
and equipment properly, and exercising prudent care while performing assigned
functions).

The parties agree that nothing in this Agreement constitutes a waiver of any
employee’s rights to worker's compensation benefits under Nevada law. The
parties further agree that although an employee may file a grievance when denied
Injury Leave for an accepted worker’s compensation claim, an employee may not
grieve the denial of a worker’s compensation claim by the County’s Third Party
Administrator. An employee wishing to challenge such a denial must do so
according to the procedures prescribed under Nevada law.

C. Rights Protected.
Nothing in this Article shall abrogate an employee’s or employer’s rights under the
industrial injury provisions of State Law.

D. Light/Modified Duty Assignments.

Employees who have been on authorized injury leave due to work-related injury
under applicable workers’ compensation law shall, upon written release from
his/her doctor and upon presentation of said release to the County, return to work
in a light duty assignment if one is available. Any assignments to light duty shall
be in conformance with limitations imposed by the employee’s doctor and no
employee shall be assigned light duty tasks that would predictably prolong the
rehabilitative process or otherwise increase the risk of further injury.

ARTICLE 1516. LEAVES OF ABSENCE.

A. Leaves of Absence Without Pay.

1.  Eligibility. Leave without pay may be granted only to an employee who
desires to return therefrom to the Employer’s service.

2. Short-term Leave. Leave without pay of less than thirty (30) days may be
granted for the good of the public service by the appointing authority. When such
leave is granted, the appointing authority shall notify the Human Resources
Manager.

3. Long-term Leave. For a period of thirty (30) days or more, leave without pay
may be granted by the Board of County Commissioners. The employee shall
retain his/her status as a public employee and the pay, leave and benefits accrued
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prior to the leave for a period not to exceed twenty-six (26) consecutive pay
periods.

4.  Family Medical Leave. A family and/or medical leave of absence provides up
to a total of 12 work-weeks of leave during a 12-month period as defined in
County policy due to the birth of a child and the care of such child, the
adoption/foster placement of a child and the care of such child, the need to care
for a family member with a serious health condition, or the employee’s own
serious health condition which makes the employee unable to do his or her job. If
the employee has exhausted all accrued sick leave, and vacation leave up to a
balance of 80 hours, he/she will be placed on a leave of absence without pay in
accordance with the provisions in Article 314, Section G, and County policy.

5. Elected Benefits.  Arrangements regarding employee’s payment of
dependent medical/dental insurance premiums and/or to his or her voluntary
deductions, if continuity is desired, must be made with Human Resources prior to
starting unpaid leave of absence. The failure of the employee to make the
payment shall result in cancellation of the coverage.

B. Leave of Absence With Pay.
Leave with pay for an appropriate period may be granted by:

1. The Board of County Commissioners upon written petition by an employee;
or

2. The appointing authority under the following conditions:

a. When an employee serves on a jury or as a witness in court, provided the
jury and witness fees earned on an employee’s regular workday are
reimbursed to the Employer;

b. When it is impractical for a registered voter to vote before or after the
employee’s normal working hours; and

c. When an employee acts as a volunteer fireman or similar service for
protection of life or property.

C. Military Leave.
1. An employee, who is an active member of the National Guard or reserve
component of the United States Armed Forces, must notify the County of their
active status upon their hire date or immediately upon activation. The employee
shall make his/her reserve status known to the County and must provide any
known reserve obligations to those responsible for staffing a minimum of 30 days
in advance except during times of military conflict or other emergency activation.
2.  Anemployee who is an active member of the National Guard or any reserve
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component of the United States Armed Forces shall, upon request, be relieved
from his/her duties to serve orders for military duty, without loss of pay or accrued
leave for a period not to exceed fifteen workdays in any calendar year.

Other Leaves.
This includes all other leaves for which bargaining unit employees are eligible
under the provisions of the County Personnel Code and Regulations.

’ ARTICLE 1617. GRIEVANCE PROCEDURE

A.

Definitions.

1. Grievance. A grievance is a claimed violation, misapplication, or
misinterpretation of a specific provision of this Agreement which adversely affects
the grievant. The exercise or lack of exercise of Employer Rights and
Responsibilities (Article 67) is not grievable. Grievances arising out of disciplinary
actions are covered by Article 4819, Employee Disciplinary Procedures.

2. Grievant. A grievantis an employee or group of employees in the unit who
file a grievance as defined above. Alleged violations, misapplications, or
misinterpretations which affect more than one employee in a substantially similar
manner may be consolidated at the discretion of management as a group
grievance and will be represented by a single grievant.

3. Day. For the purpose of this Article “Day” means a calendar day. In
computing any period of time prescribed or allowed by this Article, the day of the
act, event, or default from which the designated period of time begins to run shall
not be included. The last day of the period so computed shall be included and the
designated period of time expires at 5:00 p.m. on that day, unless it is a Saturday,
a Sunday, or a County holiday, in which event the period runs until 5:00 p.m. on
the next day which is not a Saturday, a Sunday, or County holiday.

General Provisions.

1.  If agrievant/appellant fails to carry his/her grievance forward to the next level
within the prescribed time period, the grievance is settled based upon the decision
rendered at the most recent step utilized.

2. If a supervisor or manager fails to respond with an answer within the given
time period, the existing decision stands and the grievant may appeal to the next
higher level.

3. The grievant may be represented by a person of his/her choice at any formal
level of this procedure.

4. Time limits and formal levels may be waived by mutual written consent of the
parties.
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5. Proof of Service must be accomplished by certified mail or personal service.
6. If the grievant is not represented by a representative of the Association, the
Association must be notified of the intended settlement of any Formal Level
grievance prior to the settlement being finalized for the purpose of allowing
Association input into its terms. If the Association does not provide a written
response within ten (10) days after notification, the opportunity to respond is
waived and the proposed settlement shall be implemented and the matter closed.
If a timely written response is made, the Employer’s representative mustgive-full

considerationtowill consider the Association’s input prior to the settlement of the
grievance. If on the basis of the Association’s input, the grievant/appellant desires
to exercise the further remaining avenues of appeal, the appeal will be considered
t|mely if filedthe quevant files the appeal W|th|n ten (10) days of the dat&e#a

wMeh—the—Assomatlons Fesewanens—mga@ng—the—sememem—we#e—tuuy
statedwritten response to the County.

C. Process.
1. Informal Level. Within ten (10) days from the event giving rise to a potential
grievance or from the date the employee could reasonably have been expected to
have had knowledge of the event, the employee may orally discuss the problem
with his/her immediate supervisor. The supervisor has ten (10) days to give an
answer to the employee.
2.  Formal Levels.
Level 1: If the employee did not avail himself or herself of the informal level or is
not satisfied with the resolution proposed at the informal level, the employee may
v

(a) Within ten (10) days from the event giving rise to a potential grievance or

(b) Within ten (10) days from the date the employee could reasonably have
been expected to have had knowledge of the event or

(c) Within ten (10) days of receipt of the informal answer;

file a formal written grievance with his/her department head containing a
statement describing the grievance, the section of this Agreement allegedly
violated, and the remedy the grievant has requested. The department head (or
designee) will, within ten (10) days of receipt of the written grievance, give a
written answer to the grievant on the form provided.

Level 2: If the grievant is not satisfied with the written answer of the department
head or his/her designee, the grievant may, within ten (10) days from the receipt
| of the department head’s answer, file a written appeal to the County Manager.
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Within ten (10) days of the County Manager’s receipt of the_grievant’s written
appeal, the County Manager or his/her designee must investigate the grievance
and hold a meeting with the concerned parties. A written answer to the grievant
must be provided within ten (10) days of the meeting. The answer is final and
binding unless the grievant, through the Association, notifies the County Manager
of his/her intention to appeal to the External Hearing Officer (EHO) as provided in
Article 18 of this Agreement by filing a Notice of Intent to Arbitrate with the Human
Resources Manager within fourteen (14) days of receipt of the County Manager or
his/her designee’s answer.

ARTICLE 1718. EXTERNAL HEARING OFFICER

A. Designation.
The External Hearing Officer (EHO) shall be designated by the parties after
requesting a list of qualified arbitrators, from the American Arbitration Association,
or the Federal Mediation & Conciliation Service. The parties shall strike names
from the list until a final name remains.

B. Costs.
The fees and expenses of obtaining and employing the EHO and of a court
reporter, if used, shall be shared equally by the Association and the Employer.
Each party, however, shall bear the cost of its own presentation including
preparation and post-hearing briefs, if any.

C. Timely Hearings and Decisions.
The EHO shall set the matter for hearing in a timely manner. The EHO’s decision
shall be rendered within thirty (30) days from the date of hearing and shall include
his/her findings of facts on the issue(s) submitted.

D. Effect of Decision.

Decisions of an EHO on grievances properly before him or her will be final and
binding unless the award will cost the County more than $100,000. In the event
the award does exceed $100,000, the decision will be advisory to the County
Board of Commissioners. The Board will make the final decision, which in its
discretion it deems proper after review of the EHO’s report or conducting further
investigation as it sees fit. If the Board has taken no action after having been in
receipt of an EHO’s decision for thirty (30) days, the decision of the EHO will
become final and binding. Decisions of the External Hearing Officer on
disciplinary appeals properly before him/her will be final and binding on both
parties.

E. Authority of EHO.
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No EHO shall entertain, hear, decide, or make recommendations on any dispute
unless such dispute involves an eligible employee in this represented Association
and unless 1) such dispute falls within the definition of a grievance as set forth in

| Section A. 1. of Article 4617 Grievance Procedure, or 2) unless such dispute
involves disciplinary suspension(s) within the same calendar year exceeding forty

| (40) working hours, demotion, or discharge as set forth in Article 3819, Employee
Disciplinary Procedures, and has been processed in accordance with all
provisions thereof and herein.

F. Matters Subject to EHO Procedure.
Proposals to create, add to, or change this written agreement or addenda
supplementary hereto shall not be grievable nor submitted to an EHO and no
proposal to modify, amend, or terminate a negotiated agreement, nor any matter
or subject arising out of or in connection with such proposal, may be referred to
| this process. Likewise, no grievance arising out of the exercise of Article 67,
Employer Rights and Responsibilities, shall be submitted to this procedure.

G. Rules of Evidence.
Strict rules of evidence shall not apply. However, rules of evidence and
procedures for conduct of hearings shall be guided by the standards in the
American Arbitration Association’s voluntary arbitration rules or the Nevada
Administrative Procedure Act, NRS 233B.123.

ARTICLE 1819. EMPLOYEE DISCIPLINARY PROCEDURES

A. Basis for Disciplinary Action.

The tenure and status of every Association employee is conditioned on
reasonable standards of personal conduct and job performance. Failure to meet
these standards may be grounds for appropriate disciplinary action. Disciplinary
action will be for just cause and may, in addition to the causes set forth in the
Personnel Ordinance and Policies, be based upon any of the following grounds:
failure to fully perform required duties, insubordination, failure to comply with or
abuse of Employer policies or rules, unexcused absences, misuse or abuse of
Employer property or equipment, substandard job performance, commission of a
felony or other crime involving moral turpitude, and commission of other acts
which are incompatible with service to the public. The employee rights of this
article do not apply to probationary employees.

B. Types of Discipline.
The following procedure will apply when, in the judgment of the employee’s
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supervisor, an employee has committed an act or omission which justifies a
written reprimand, demotion, discharge or suspension without pay. Disciplinary
action will normally progress from the least to the most severe. However, nothing
in this agreement requires this progression in cases where more severe
disciplinary action is appropriate.
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C. Response to Appeals from Written Reprimand.
An employee who receives a written reprimand is afforded the right to have his or
her written response attached to the reprimand and placed into his/her personnel
file. The response must be submitted before the end of the fourteenth day
following receipt of the reprimand by the employee. This is the only avenue of
appeal for a written reprimand. If an employee submits a response, he/she may
forward a copy of the response to Human Resources and the County Manager.

D. Notice of Proposed Disciplinary Action for Demotions, Suspensions,
Discharges, and Appeal.
A management representative will be designated by the department head. The
management representative must advise the employee in writing of the proposed
action. The written statement must contain:

1. A description of the events which necessitated the proposed demotion,
suspension or discharge.

2. A statement of the charges and the date of the proposed action.

3. Notification that the employee may review or make copies of available
materials leading to the demotion, suspension or discharge.

4. The right of the employee to meet with the designated management
representative and to submit in writing his or her response to the proposed action
no later than the tenth calendar day following receipt of the notice. The time limit
may be extended by written agreement.

5.  Notice that if no response is received by the designated management
representative from the Employee or his or her representative within the time
period allowed, the County may impose the discipline as proposed and the
employee waives all rights to appeal.

6. Notice that the employee has a right to be represented by the Association.
7. Notice that if the proposed disciplinary action is a suspension or termination
of employment, the employee may be placed on unpaid administrative leave
pending the employee’s response.

8. Notice that the employee has the right to appeal.

E. Employee’s Response and Meeting.
An employee’s opportunity to respond to the designated management
representative although essential to the process, is not intended to be an
adversary hearing. The employee may:
1. Present witnesses in support of his or her opposition to the proposed
demotion, suspension, or discharge.
2. Be accompanied and represented by a person of his/her choice during this
procedure.

The limited nature of this response does not preclude management’s authority to

| 2012 - 2015 Douglas County fmployeeslimplovees Association Agreement 34



initiate further investigation if the employee’s version of the facts raises doubts as
to the accuracy of the supervisor’s information leading to the proposed discipline.

The County may institute the proposed discipline prior to the date of the meeting
contemplated in (D)(4). If the discipline is overturned or reduced, the employee
must be made whole for any unpaid administrative leave time lost during the
response period, and any unpaid administrative leave served before the response
hearing will be applied to an upheld or an unappealed suspension period.

F. Employer Action.
Following his/her review of a proposed disciplinary action, the designated
management representative must issue a signed statement indicating his or her
decision based on the employee’s response.

1. Ifthe proposed action is to be implemented, the specific charges against the
employee and the effective date of the action will also be included.

2. The statement must be mailed by certified mail or be personally delivered to
the employee no later than ten (10) days after the meeting with the employee or
receipt of his/her response, whichever is later.

3. This statement must clearly inform the employee that the employee has the
right to request an appeal hearing, if a request for a hearing is made in writing
within ten (10) days after receipt of this notice.

G. Appeal Procedure.
This appeal procedure applies to cases of demotion, discharge and suspension
without pay.

1. If, within the ten (10) day appeal period, the employee does not file an
appeal, the action of the management representative is considered conclusive.

2. If, within the ten (10) day appeal period, the employee files a notice of appeal
with the County Manager (with a copy to the Human Resources Manager), the
County Manager or his/her designee will investigate the grievance and hold a
meeting with the concerned parties within ten (10) days. A written answer will be
provided to the grievant within ten (10) days of the meeting. The answer is final
unless the grievant, through the Association, notifies the County Manager of
his/her intention to appeal to the External Hearing Officer (EHO) by filing a Notice
of Intent to Arbitrate with the Human Resources Manager within ten (10) days of
receipt of the answer. Appeals of any disciplinary suspension, which when
combined with previous disciplinary suspensions during the same calendar year
total fewer than forty (40) working hours, are not eligible for appeal to the EHO.

H. Investigatory Interviews.
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An employee about to undergo an investigatory interview may be accompanied by
an Association representative and reasonable notice will be given. Reasonable
notice means notification eighteen (18) hours prior to the actual meeting except
when circumstances may require a prompt investigatory interview or the notice
period is reduced by the employee.

.  Notice of Behavior
No document will be placed in an employee’s personnel file(s) unless a copy has
been presented to the employee and he or she has signed the original. An
employee’s signature on the original indicates the employee has received the
document and does not signify that the employee agrees with the content thereof.

ARTICLE 1920. REDUCTION IN FORCE

A. Procedure.

If, due to lack of funds, lack of work, enhanced efficiency, or curtailment of
operations it is necessary to reduce the Employer’s work force, the appointing
authority will determine the classifications and number of employees to be
reduced. Layoffs within a classification will proceed in ascending order of seniority
within the department, provided that the remaining employee(s) within that
classification have demonstrated the ability to effectively perform the required
work. Ability shall be determined based on the affected employee’s most recent
performance evaluations. For layoff purposes, seniority shall first be based on the
amount of continuous service within all operations of County government. If
seniority is equal, the employees to be laid off shall be determined by “past
performance.” No regular full-time employee shall be laid off or demoted while
there are temporary or probationary employees serving in the same classification
in the County, provided they are fully qualified to do the remaining work required to
be performed as determined by the County.

B. Notice.
All regular employees due to be laid off shall be given written notice of such layoff
at least thirty (30) calendar days prior to the effective date. After the County has
notified the employees who are to be laid off, the County will provide a list of such
employees to the Association along with the applicable seniority list(s). The
Association may request to meet and discuss the layoffs with the County.

C. Demotion In-lieu of Layoff.
In lieu of being laid off, an employee may elect demotion to any class of a lower
maximum salary within the same class series if such demotion is deemed feasible
by the Employer. An employee who elects demotion in lieu of layoff shall be
reinstated to his/her former class once the former position becomes available,
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provided, however, the employees would be next hired according to reverse order
of layoff. The commitment will extend for eighteen (18) months beyond the date
of demotion.
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D. Reemployment.

The names of regular employees laid off shall be placed on the reemployment list
within the department which laid off the employee for the class or position involved
in reverse order of termination. The names of the regular employees laid off will
also be placed on a County-wide reemployment list in reverse order of termination
and in the event there is a position in the County for which the employee is
qualified, he/she may be offered that position with the approval of the hiring
authority. The commitment will extend for eighteen (18) months beyond the date
of layoff; provided any employee who fails to maintain updated contact information
with the County or fails to respond to any inquiry from the County pursuant to this
Article will be dropped from the reemployment list and forfeit all rights under this
Article.

E. Restoration of Benefits.
Employees who are reemployed within eighteen (18) months after they are laid off
will be entitled to reinstatement of accrued and unused sick leave remaining to
their credit at the time of their layoff. These employees will resume the
accumulation of continuous service credit and retain all previously accrued
seniority rights, losing only the time when they were in the laid off status.

ARTICLE 2021.  CLASSIFICATIONS AND EMPLOYEE STATUS

A. New and Changed Classifications.
The Employer shall notify the Association, in writing, of any proposed new or
changed job title classifications. Within seven (7) days after receiving notification,
the Association may request a meeting to discuss the changes with the Employer.
Such meeting shall be scheduled within the following fourteen (14) days and all
actions related to the discussions completed within thirty (30) days following
original notice from the Employer.

|  B. Reclassification Request.
When there has been a change in the duties and/or responsibilities of a position,
the affected employee may, at any time, request in writing a job audit through
his/her Department Head. The employee must be notified of any action to be
taken by the Employer, including the job audit, within a reasonable period of time
not to exceed sixty (60) days of the employee’s request.

C. Transfers.
When an employee is transferred to another position in the same or related class
at the same grade level, the employee shall continue at his/her current rate of pay.

| D. Promotions.
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When an employee is promoted to a position in a higher pay grade, the employee
shall be placed at the minimum of the new pay range—ln-the-eventthattherate-of
serrdocspetorovicde g ealoprinercnse o1 B9 or rrasre—thecmisleyreashall receive
a prometionalpay10% increase in the employee’s current wage, whichever is
greater. An employee may receive a wage increase e£5%-greater than 10% if the
Department Head or Elected Official, in his or her sole discretion, believes the
increase is necessary and obtains authorization from the County Manager. Any
wage increase resulting in a wage greater than the midpoint of the new pay range
must be approved by the Douglas County Board of Commissioners. Any new pay
rate, upon promotion, shallmust not exceed the maximum rate of the new pay
range—per—county—policy. Should the promotion occur concurrently with the
employee’s eligibility for a merit salary increase, the merit salary increase
shouldmust be included in the base salarywage before the 10% promotion:
increase is calculated. Special salary adjustments sheuldmust not be included in
the employee’s base wage rate_for the purpose of calculating wage increases
under Article 21.

| E. Progression of Positions within Job Families.
The employer’s classification plan contains Association positions that fall within
job “families.” Examples that illustrate job families for the Association include, but
are not limited to: 1. Public Safety Dispatcher Trainee to Public Safety Dispatcher
and 2. Utility Operator—in—Training/Utility —Operator— /., Building
MaintenaneeSystems Technician HH—ReadMaintenance—Operator/—Senior
Operator,Park—Rangert/HTrainee to Utility Systems Technician | to Utility
Systems Technician Il. Employees may progress within their job family whenat
any time if the employee’s supervisor has determined that the employee has
acquired the necessary skills and abilities of the higher level position within the job
family. Each position’s required skills and abilities are detailed in the County’s jOb
descriptions. Joeb—progressions—will-only—oceur—concurrently—withlf the job
progression occurs at the time of the employee’s eligibility fora-merit-increase-

Fheannual performance evaluation, then the pay grade adjustment associated
with the job progression will occur after the merit salary increase adjustment.
Progression within a job family is not a promotion nor does it require probation.

F. Demotions.
An employee reassigned by management to a position in a lower classification
regardless of the reason (disciplinary, voluntary, in lieu of a layoff, for reasons of
disability or incapacity, etc.) will receive a salary reduction commensurate with the
specific job duties as determined by the employer. An employee reassigned to a
position in a lower classification because of a reorganization will receive a salary
reduction of no more than 15% from the employee’s current salary at the time the
reorganization is implemented. The anniversary date for future salary increase
consideration changes shall be the date of demotion in accordance with County
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policy for demotions other than those that are voluntary or due to a reorganization.

G. Reclassifications.
If a reclassification results in an employee’s position being downgraded within the
compensation plan, and the employee’s current pay-ratewage is within the new,
lower salary range, there will be no change in the employee’s pay. If histherpay
ratethe employee’s wage is higher than the new salary range maximum, histher
salary-the employee’s wage will not be reduced. No pay increase will be granted
to such an employee as long as histhersalarythe employee’s wage is at or above
the top of the new salary range. If the employee’s satarywage is currently below
the minimum of the new range, the employee’s salary will be increased to meet

the minimum rate-inacecordance-with-County-pelieywage rate.
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H. Probationary Period.

1. Initial Probation. Upon initial appointment, all unit employees will serve the
equivalent of twenty-six complete biweekly pay periods of full-time service as a
probationary period, during which time the employee may be dismissed without
cause or right of appeal. The appointing authority will give the employee a
performance assessment at the end of thirteen (13) complete biweekly pay
periods. The appointing authority has the option to end probation after the
assessment or to continue probation for the twenty-six (26) complete biweekly pay
periods. The employer will provide tools to supervisors to encourage ongoing
feedback regarding performance of new hires. The County will inform supervisors
and the appointing authority of the option to end probation after thirteen (13)
complete biweekly pay periods. Failure to give an employee an assessment after
six (6) months of employment is not grounds for ending the probationary period
nor does it affect the employee’s probationary status.

2. Promotional Probation. Upon promotion to a classification with a higher
salary schedule, a unit employee will serve the standard thirteen (13) complete
biweekly pay periods of full-time service as a probationary period. The appointing
authority will give the employee a performance assessment at the end of seven
(7) complete biweekly pay periods. The appointing authority has the option to end
probation after the assessment or continue the probation. Either the manager
may demote the employee or the employee may voluntarily demote before the
end of the seventh complete biweekly pay period of his/her qualifying period, to
the position and salary previously held. Either way, the employee may return
without penalty.
a. Employees who had regular status in previous position. An employee
who fails to pass probation but who had status as a regular non-probationary
employee in a previous classification will have a right to return to a position in
that classification if available. Such removal from the higher classification is
without cause or right of appeal.
b. Employees who do not have regular status in a previous position. An
employee who fails to pass probation and has no regular employment status
in another classification in the County, will be dismissed from employment
without cause or right of appeal. An employee who has not successfully
completed an initial probationary period in his or her previous classification,
does not have a right to return to that previous classification.
c. Employees Rehired After Termination During the Promotional Probation
Period. An employee who fails to pass the promotional probation and whose
employment is terminated pursuant to this subsection, but who is rehired by
the County for a different position within six (6) months of the date of the
termination of the employee’s employment, will resume the accumulation of
continuous service credit and retain all previously accrued seniority rights,
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excepting only the time between the date of the termination of the
employee’s employment and the date the employee is rehired.

ARTICLE 2122. EFFECTS OF SUBCONTRACTING

Employer agrees to notify the Association twenty-one (21) days prior to
subcontracting work currently performed by unit members which will cause the
layoff of those unit employees. Provided the Association submits a response
within ten (10) days of the notice, the Employer will consider the Association’s
response prior to subcontracting any Association work. -Upon written request
from the Association, the Employer agrees to meet and negotiate the impact and
effects of such planned subcontracting on the affected Association members.

ARTICLE 2223. LABOR MANAGEMENT COMMITTEE

A.

Representatives and Function.

A committee of two (2) representatives of the Employer and two (2)
representatives of the Association shall meet upon the request of either party.
The meetings will be held at mutually agreed times and places, and shall be for
the purpose of:

1. Discussing the administration of this Agreement.

Exchange of general information of interest to both parties.

Giving the Association representatives the opportunity to share the views of
their members or make suggestions on subjects of interest to their members.
Improving County services.

Increasing efficiency and effectiveness of County operations.

Pay for Performance System.

County Uniform Policy; and

Tuition Reimbursement Policy.

wn

©ONO O RA

Notice of Issues.
Any issues to be discussed shall be advanced by the requesting party to the other
at least seventy-two (72) hours prior to the scheduled meeting.

Recommendations.
Any conclusions or mutual recommendations of this Committee shall be reduced
to writing.
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Advisory Function.
The Labor Management Committee shall be advisory only and shall not engage in
collective bargaining or reach any agreements to amend the contract.

Chairperson.
The initial Chairperson shall be an Association representative and thereafter the
Chair shall rotate at six (6) month intervals between the twe-sidesAssociation and

the Employer.

Attendance by Other Persons.
Additional persons may attend the Labor-Management meetings at the request of
either party to present information to the committee members.

Fiscal Issues.

If Employer experiences sustainable financial growth (i.e., ongoing revenues of
Employer are significantly larger than actual expenses), then the parties agree
to meet and discuss whether the Employer has the financial ability to change
the monetary benefits to employees.

ARTICLE 2324. UNIFORM ALLOWANCE

A.

Uniforms.

Association personnel required to wear uniforms shall be provided with those
uniforms by the County. If the County provides uniforms through a uniform
service (outside contractor), the County will cover the cost to clean the uniforms
on a schedule determined by the department. If the County purchases uniforms,
Association personnel are responsible to clean the uniforms. The County agrees
to meet and confer with the Association prior to implementing changes to the
County Uniform Policy.

Safety Footwear.

Where steel-toed or safety footwear is required for County duty, the County will
provide a footwear allowance of up to one hundred fifty dollars $150.00 every twe
years_year based upon receipts or other documentation to reimburse the
employee for the difference in price between steel-toed equipped footwear and
similar acceptable footwear without steel toe protection. The twe-one-year period
will be calculated from the date the employee Iast recelved a footwear allowance
$ . However, the
employee will receive up to the full aIIowance at any tlme hls/her steel-toed or
safety footwear is damaged so as to render the footwear unserviceable (excluding
normal wear and tear as determined by the Department Head) while the employee
is performing his/her duties provided that, within twenty-four (24) hours retification
to-the-of the damage, the employee notlfles the employee’s Department Head or
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Supervisor of the on-the-job damage to the footwear. The Department Head shall

identify the positions which are eligible for the allowance. Footwear purchased

under this section must comply with applicable safety standards established by

the County or with OSHA standards. An additional $50 per year for foul weather

gear will be provided to the designated employee classifications for the authorized
| gear listed in the attached Appendix A“B.”

C. Personal Property.
Upon approval of the employee’s supervisor or Department Head, the County will
reimburse an employee for the cost of repairing or replacing watches or
prescription eyeglasses/contact lenses that were damaged or stolen while the
employee is performing his/her duties, within twenty-four (24) hours notification to
the Department Head or supervisor as follows:
1. Watches up to $50; and,
2. Prescription eyeglasses/contact lenses up to 50% of the repair or
replacement cost up to the maximum of $300. The County’s maximum share is
$150, but the County will pay the first $100 for repair or replacement.
3. Inthe case of watches and prescription eyeglasses/contact lenses that are
lost or stolen, this benefit is limited to one time per year, and the year will be
calculated on a rolling basis.

4. The employee shall provide a receipt to the County (for damaged and stolen
property) and a copy of Police Report (for stolen property) prior to any
reimbursement under this section.

ARTICLE 2425. TUITION REIMBURSEMENT

To encourage improvement of the County’s workforce, the County will reimburse
100% of the cost (e.g., registration, tuition, books, lab fees) for any educational
course or class an employee is directed in writing to attend by an employee’s
supervisor or Department Head. For any course requested by an employee and
approved in writing by an employee’s supervisor or Department head, tuition
reimbursement shall be in accordance with County policy. The County agrees to
meet and confer with the Association prior to implementing changes to the County
Tuition Reimbursement Policy.

ARTICLE 2526. PEACEFUL PERFORMANCE

A. The parties to this Agreement recognize and acknowledge that the services
performed by the employees covered by this Agreement are essential to the public
health, safety and general welfare of the residents of the County of Douglas. The
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Association agrees that under no circumstances will the Association recommend,
encourage, cause or permit its members to initiate, participate in, nor will any
member of the Association take part in any:

strike.

sit-down.

stay-in.

sick-out.

slow-down.

picketing in connection with a labor dispute (hereinafter collectively referred
to as a- work-stoppage) in any office or department of the County.

7. curtail any work.

8. restrict any production.

9. interfere with any operation of the Employer.

‘ ok wn =

B. Inthe event of any such work-stoppage by any member of the Association, the
Employer shall not be required to negotiate on the merits of any dispute which
may have given rise to such work-stoppage until said work-stoppage has ceased.

C. Inthe event of any work-stoppage during the term of this Agreement, whether by
the Association or by any member of the Association, the Association by its
officers, shall immediately declare in writing to the Employer’s Authorized Agent
that such work stoppage is in violation of this Agreement and unauthorized, and
further direct its members in writing to cease the said conduct and resume work.
Copies of such written notice shall be served upon the Employer. In the event of
any work-stoppage, if the Association promptly and in good faith, performs the
obligations of this paragraph, and providing the Association had not otherwise
authorized, permitted or encouraged such work-stoppage, the Association shall
not be liable for any damages caused by the violation of this provision. However,
the Employer shall have the right to discipline, to include discharge, any employee
who instigates, participates in or gives leadership to, any work-stoppage activity
herein prohibited, and the Employer shall have the right to seek full legal redress,
including damages, against any such employee.

D. The employer agrees not to lock out during the term of this Agreement.

ARTICLE 2627. ENTIRE AGREEMENT, MODIFICATION AND WAIVER

A. ltisintended that this Agreement sets forth the full and entire understanding of the
parties regarding the matters set forth herein and all other topics subject to
bargaining, and therefore any other prior or existing understanding or agreement
by the parties, whether formal or informal, written or unwritten, regarding such
matters are hereby superseded or terminated in their entirety.
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Those topics in the County’s Personnel Code pertaining to members of this
Association which are not superseded hereby and which are specifically stated as
covered within the mandatory scope of bargaining as listed in NRS 288.150(2),
shall not be changed without prior discussion and negotiation with the Association.

B. ltis agreed and understood that during the negotiations which culminated in this
Agreement, each party enjoyed and exercised without restraint, except as
provided by law, the right and opportunity to make demands and proposals or
counter proposals with respect to any matter subject to bargaining and that the
understandings and agreements arrived at after the exercise of that right are set
forth in this Agreement.

Except as required by this agreement and NRS 288, the parties agree that neither
party is required to negotiate any subject or matter.

C. Any agreement, alteration, understanding, waiver or modification of any of the
terms or provisions contained in this Agreement shall not be binding on the parties
unless made and signed in writing by all of the parties to this Agreement, and if
required, approved and implemented by the Board of Commissioners.

D. The waiver of any breach, term or condition of this Agreement by either party shall
not constitute a precedent in the future enforcement of all its terms and provisions.

ARTICLE 2728. DRUG TESTING

The County’s drug and alcohol testing policy shall be in effect. The parties will

meet and confer if substantial changes regarding discipline are proposed by the

County. However, if state or federal law requires the County to make those

changes, the changes will be implemented as required and within applicable time

frames. Nothing in this article shall preclude an employee or the Association from
| appealing disciplinary action pursuant to Article +819.

ARTICLE 2829. SAFETY COMMITTEE

The Douglas County Safety Committee is composed of employees from various
departments and functions as an advisory body and makes recommendations to
the Employer regarding the Douglas County Safety Program. The Association will
designate two individuals to sit on the Safety Committee and, once reviewed by
the County Manager, those individuals will serve on the committee.
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| ARTICLE 2930. SAVINGS PROVISION

A. Should any provision of the Agreement be found to be in contradiction of any
Federal law or State law, by a court of competent jurisdiction, such particular
provision shall be null and void, but all other provisions of this Agreement shall
remain in full force and effect until otherwise canceled or amended. In the event
that any provision shall be held unlawful and unenforceable by a court of
competent jurisdiction, the parties agree to meet forthwith for the purpose of
negotiating such provision in an attempt to reach a valid agreement.

B. Inthe event that Section A above is affected-fimpacted by a change to Chapter

288 of the Nevada Revised Statutes-is-amended, the County and the Association
negotiating-teams will meet at the request of either party to discuss the impact of
the change in Chapter 288 of the Nevada Revised Statutes on the current
negotiated agreement.

FOR THE EMPLOYER: FOR THE ASSOCIATION:

| Doug Ritchie,- Shawnyne Garren
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Douglas County Chief Negotiator Tom—Donaldson,—DCEA——Attorney

Association Chief Negotiator

Robert-Lee-Bonnerdr-FOR THE EMPLOYER  FOR THE ASSOCIATION

Doug N. Johnson, Chairman Dominick-MacaluseShawnyne Garren,
President

| Douglas County Board of Commissioners Douglas County Employees Association
Dated: Dated:
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APPENDIX “A”

SALARY RANGES
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| APPENDIX “B”

Authorized gear consists of insulated pants, jacket, gloves, boots and hat. The
| DCEArepresented Douglas County positions that are eligible to receive the foul weather
allowance are listed below:

e Animal Services Officer
o EquipmentFleet Services Master Technician/Master
e Fleet Services Master Technician Senior

e Electrical Instrumentation Technician
Kennel-MainteranceAnimal Care Assistant

¢ Maintenance Specialist-144

¢ Maintenance Assistantl4l4iSpecialist Senior
o Park Ranger-A4
[ )
[ ]

¢ Road Maintenance Operator/Senier

Signal-LightRoad Maintenance Operator Senior
e Road Sign Maintenance Specialist
¢ Road Maintenance FechnicianCoordinator
e Telecommunications Technician

Ut|I|ty System-Technician/HAH

o Utility SystemSystems Technician Trainee

Utility Systems Technician |

Utility Systems Technician |l

Utility Systems Technician Senior

Weed Control Program Coordinator
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